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Abstract  of  Dissertation  Presented  to  the  Graduate  School 
of  the  University  of  Florida  in  Partial  Fulfillment  of  the 
Requirements  of  the  Degree  of  Doctor  of  Education 


LEADERSHIP  PRACTICES  AND  EMPLOYEE  JOB  SATISFACTION 
IN  THE  ACADEMIC  LIBRARIES  OF 
THE  STATE  UNIVERSITY  SYSTEM  OF  FLORIDA 

By 

DIANE  WELCH  KAZLAUSKAS 
May  1993 


Chairman:  Phillip  A.  Clark 

Major  Department:  Educational  Leadership 

The  purpose  of  this  study  was  to  examine  the 
relationship  between  leadership  practices  and  employee  job 
satisfaction  in  the  libraries  of  the  State  University  System 
of  Florida  (SUS) . Two  research  questions  were  developed: 

(1)  Is  there  a statistically  significant  relationship 
between  the  employees'  perceptions  of  their  managers' 
leadership  practices  and  the  employees'  job  satisfaction? 

(2)  Is  there  a statistically  significant  relationship 
between  the  employees'  job  satisfaction  and  the  employees' 
ethnicity,  gender,  age,  years  of  service,  salary,  graduate 
degrees,  position  classification,  or  type  of  library  work? 

The  population  was  librarians  in  the  major  SUS 
libraries.  Data  were  collected  with  three  instruments:  the 
Leadership  Practices  Inventory:  Other  (LPIO) , the  Survey  of 
Organizational  Climate  (SOC) , and  a demographic 
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questionnaire.  One  hundred  sixty-five  librarians  responded 
(70%  return  rate) . 

Descriptive  statistics  for  the  five  subunits  of  the 
LPIO . the  six  subunits  of  the  SOC,  and  the  eight  variables 
of  the  demographic  questionnaire  were  given.  Correlation 
coefficient,  analysis  of  variance,  and  the  Scheffe  procedure 
were  used  to  determine  the  relationship  between  subunits  of 
the  LPIO  and  the  SOC  and  between  subunits  of  the  SOC  and  the 
variables  of  the  demographic  questionnaire. 

The  average  respondent  was  white,  female,  and  45-54 
years  old.  She  worked  in  a public  service  department  and 
held  the  rank  of  University  Librarian  with  20-30  years  of 
experience.  The  woman  had  a Master  of  Library  Science  and 
an  annual  salary  of  $35 , 000 . 00-$40 , 000 . 00 . 

The  major  conclusion  based  on  Research  Question  1 was 
that  librarians'  job  satisfaction  was  more  closely  related 
to  autonomy  in  the  work  setting  than  to  the  leadership 
practices  defined  by  the  Leadership  Practices  Inventory. 

This  finding  also  serves  as  a caution  to  library  leaders  to 
respect  the  individuality  that  librarians  prize  and  may 
require  for  their  job  satisfaction. 

The  major  conclusion  based  on  Research  Question  2 was 
that,  in  the  State  University  System  of  Florida  (SUS) , 
Associate  University  Librarians  were  less  satisfied  with 
their  jobs  than  academic  librarians  in  the  SUS  who  held 
other  position  classifications.  The  practical  implication 
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of  this  finding  is  that  Associate  University  Librarians' 


needs  differ  from  other  SUS  librarians, 
needs  could  increase  job  satisfaction  of 
classification. 


Attending  to  these 
librarians  in  this 
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CHAPTER  1 


INTRODUCTION 


With  the  approach  of  the  21st  century,  the  need  for 
leaders  in  libraries  is  more  critical  than  ever  before  in 
history.  The  advance  of  the  information  age  requires  that 
libraries  employ  individuals  who  are  highly  skilled  in 
information  storage  and  retrieval,  as  well  as  highly 
motivated  to  provide  quality  service  to  library  patrons  at 
all  levels.  To  hire,  retain,  and  motivate  skilled 
employees,  leaders  of  libraries  must  exercise  leadership 
practices  that  foster  job  satisfaction  in  employees. 

Libraries  also  require  strong  leadership  practices 
because  of  the  nature  of  their  funding.  Libraries  are 
generally  agencies  which  operate  from  public  capital; 
nevertheless,  they  are  businesses  with  staffs,  inventories, 
budgets,  and  products.  The  public  demands  accountability 
for  its  money.  Leadership  practices  that  nurture  high 
levels  of  employee  job  satisfaction  help  meet  this  demand  by 
containing  administrative  costs,  including  those  associated 
with  employee  turnover  and  absenteeism  (McGregor,  1960) . 

The  literature  in  the  field  of  library  science  abounds 
with  studies  of  leadership  practices.  These  studies  stress 
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the  need  for  adroit  leadership  practices  in  libraries.  The 
example  documented  in  Martin's  study  is  an  optimistic  one. 
Martin  (1980)  studied  automation  levels  in  libraries, 
finding  a positive  relationship  between  library  employees' 
attitudes  toward  library  users  and  highly  automated 
libraries.  Highly  automated  libraries,  concluded  Martin, 
have  leaders  whose  practices  unite  vision  with  challenge  and 
support  for  employees  and  patrons  (Martin,  1980) . 

Other  studies  are  less  encouraging.  Black  (1981) 
portrayed  librarians  as  middle-aged  individuals  who  are 
"found  to  be  insecure,  suffered  from  inferiority  complexes, 
were  uncomfortable  and  inadequate  in  social  situations  and 
exhibited  less  dominate  leadership  characteristics  than  the 
average  university  student"  (Black,  1981,  p.  65) . Webreck 
(1985)  ascertained  that  librarians  are  poor  leaders  because 
they  tend  to  be  introverted,  judging  individuals  who  are 
inhibited  by  subjective  feelings.  Chisholm  (1986)  noted 
that  problems  in  library  leadership  extend  beyond  libraries 
to  lack  of  leadership  in  library  professional  associations. 

Perhaps  the  most  disparaging  of  all  testimonies  on 
library  leadership  practices  is  from  Roberts  (1985),  who 
speculated  that  librarians  of  the  nineteenth  century  had 
good  leadership  practices,  while  twentieth  century 
librarians  have  just  become  managers.  Librarians  of  the 
21st  century,  contended  Roberts,  will  need  a combination  of 
managerial  skills  and  good  leadership  practices  to  advance 
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high  standards  of  service  in  libraries  of  the  future  while 
keeping  costs  down. 

A library  leader's  career  begins  in  library  school.  To 
become  a professional  librarian,  an  individual  must  earn  a 
master's  degree  in  library  science.  In  1990,  there  were  52 
master's  programs  in  the  United  States  that  were  accredited 
by  the  American  Library  Association  (ALA) . An  ALA 
accredited  master's  degree  program  in  library  science  is 
referred  to  as  library  school . The  country's  accredited 
library  schools  graduated  3356  students  in  the  spring  of 
1990  (Bowker,  1992).  These  library  school  graduates  become 
entry  level  librarians. 

Entry  level  librarians  generally  have  received  little 
or  no  education  in  leadership  practices  in  library  school. 
White  (1987b),  who  believed  that  leadership  is  instinctive, 
postulates  that  leadership  qualities  are  recognizable  in 
library  science  students.  He  maintained,  however,  that 
these  instinctive  leadership  qualities  are  not  developed  by 
library  schools'  curricula,  which  typically  required  only 
one  rudimentary  course  in  library  administration  (White, 
1987b).  Hawley  (1982)  stated  that  a single  course  in 
library  management  is  no  longer  sufficient  training  for 
librarians.  McClure  (1980)  theorized  that,  as  a whole, 
library  managers  have  never  been  good  managers  because 
librarians  are  neither  screened  for  leadership  practices 
before  library  school  nor  trained  adequately  in  leadership 
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practices  during  library  school.  Entry  level  librarians  may 
or  may  not  be  born  leaders,  but  they  are  not  educated  in 
good  leadership  practices  in  library  schools. 

Entry  level  librarians  rise  through  the  ranks, 
eventually  assuming  leadership  positions  in  libraries.  Maag 
(1981)  reported  that  only  6 percent  of  the  library  directors 
in  his  study  had  not  been  employed  as  librarians  just  prior 
to  being  hired  as  library  directors.  Mech  (1985)  also 
showed  that  librarians  became  library  administrators  by 
moving  up  from  entry  level  positions.  Library  directors  in 
Mech's  (1985)  study  had  fewer  than  5 years  of  experience 
before  becoming  administrators  and  a median  of  18  years  of 
experience  before  becoming  directors  of  libraries.  White 
(1987b)  maintained  that  librarians  are  promoted  to 
leadership  positions  as  rewards  for  work  in  nonleadership 
positions,  rather  than  for  leadership  ability  or  leadership 
potential . 

The  median  age  for  entry  level  librarians  is  27  years 
with  a range  of  21  to  47  years  (Mech,  1985) . Individuals  at 
the  older  end  of  this  range,  specifically  those  who  leave 
their  first  career  choice  to  become  librarians,  seldom  bring 
leadership  traits  and  practices  to  the  profession  (Moore, 
1981,  1983).  Moore,  speaking  of  academic  librarians, 
determined  that  "no  matter  by  what  route  they  come  to  the 
field,  tended  to  fit  a certain  personality  profile  and  that, 
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when  it  comes  to  managerial  talent,  they  were  generally  not 
as  able  as  people  in  other  occupations"  (Moore,  1981,  p.7A). 

The  literature  of  library  science  clearly  and 
repeatedly  substantiates  the  premise  that  librarianship 
suffers  from  lack  of  good  leadership  practices  (McClure, 
1980;  Euster,  1984;,  Chisholm,  1986;  White,  1987).  To 
alleviate  this  problem,  changes  must  be  made  in  the 
curricula  of  library  schools  so  that  library  leaders  of  the 
twenty-first  century  are  appropriately  educated  in  competent 
leadership  practices.  Libraries,  however,  cannot  stagnate 
while  library  schools'  curricula  change  and  a new  generation 
of  librarians  is  educated  in  able  leadership  practices.  The 
leadership  practices  of  those  already  in  the  profession  must 
be  strengthened.  Librarians  in  leadership  positions  must 
recognize  the  leadership  practices  that  foster  high-levels 
of  job  satisfaction,  leading  to  quality  library  service  at 
lower  administrative  costs.  Library  patrons  require  and 
deserve  no  less  as  the  21st  century  approaches. 

Statement  of  the  Problem 

To  the  extent  that  employee  job  satisfaction  is 
dependent  on  the  work  setting,  a meaningful  level  of  the 
responsibility  for  employee  job  satisfaction  rests  with 
those  in  positions  of  leadership.  The  research  described  in 
this  report  sought  information  previously  unavailable 
regarding  perceived  leadership  practices  and  employee  job 
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satisfaction  in  the  libraries  of  the  State  University  System 
(SUS)  of  Florida.  Leadership  practices,  whether 
satisfactory  or  unsatisfactory,  potentially  have  a profound 
impact  on  employee  job  satisfaction;  however,  there  was  no 
information  available  regarding  SUS  librarians'  leadership 
practices . 

To  learn  more  about  the  relationship  between  leadership 
practices  and  employee  job  satisfaction,  this  study  surveyed 
SUS  librarians  about  each  of  these  factors.  The  resulting 
data  were  expected  to  differentiate  strong  leadership 
practices  that  nurture  employee  job  satisfaction  from  weak 
leadership  practices  that  require  development  to  improve 
employee  job  satisfaction. 

Purpose  of  the  Study 

The  purpose  of  this  study  was  to  examine  the 
relationship  between  leadership  practices  and  employee  job 
satisfaction  in  the  libraries  of  the  State  University  System 
of  Florida  (SUS) . In  order  to  investigate  the  relationship, 
two  research  questions  were  developed: 

1.  Is  there  a statistically  significant  relationship 
between  the  employees'  perceptions  of  their 
managers'  leadership  practices  and  the  employees' 
job  satisfaction? 

2.  Is  there  a statistically  significant  relationship 
between  the  employees'  job  satisfaction  and  the 
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employees'  ethnicity,  gender,  age  group,  years  of 
service,  salary  range,  graduate  degrees,  library 
position  classification  in  the  SUS,  or  type  of 
library  work? 

The  study  was  designed  to  explore  relationships  between 
perceived  leadership  practices  and  employee  job 
satisfaction,  and  between  employee  job  satisfaction  and 
demographic  variables.  The  researcher  postulated  that  if  it 
could  be  demonstrated  that  there  was  a relationship  between 
perceived  leadership  practices  and  employee  job 
satisfaction,  then  weak  leadership  practices  could  be 
identified  and  further  developed  or  strengthened. 

If  it  could  be  demonstrated  that  there  was  a 
relationship  between  employee  job  satisfaction  and  employee 
groups  identified  by  one  or  more  demographic  variables,  then 
identifying  and  attending  to  the  needs  of  employees  in  those 
groups  could  heighten  job  satisfaction  for  those  employees. 
The  subsequent  effect  on  employee  job  satisfaction  would 
help  provide  quality  library  service  at  the  lowest  possible 
cost  in  SUS  libraries,  an  outcome  that  meets  the  public's 
demand  for  quality  service  and  fiscal  accountability. 

Significance  of  the  Study 

This  study  is  significant  because  it  presents  a 
practical  approach  to  the  problem  of  how  to  efficiently 
provide  quality  service  in  academic  libraries  of  the  State 
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University  System  (SUS)  of  Florida.  The  researcher 
postulated  that  perceived  leadership  practices  and 
demographic  variables  that  influence  employee  job 
satisfaction  levels  could  be  identified.  If  the  perceived 
leadership  practices  which  have  a negative  influence  on 
employee  job  satisfaction  can  be  identified  and  modified, 
then  employee  job  satisfaction  could  be  elevated.  If 
demographic  variables  which  have  a negative  influence  on 
employee  job  satisfaction  can  be  identified,  then  attention 
to  vulnerable  employee  groups  could  heighten  job 
satisfaction . 

Increased  employee  job  satisfaction  offers  two  major 
benefits.  First,  increased  employee  job  satisfaction 
fosters  an  atmosphere  which  helps  library  employees  provide 
quality  service  to  library  patrons;  and  second,  it  helps 
contain  administrative  costs,  including  those  associated 
with  employee  turnover  and  absenteeism. 

The  participants  in  the  study  were  academic  librarians 
in  the  State  University  System  (SUS)  of  Florida.  The 
results  of  the  study  could  impact  the  quality  of  library 
service  in  the  SUS  and  could  also  have  implications  for 
controlling  administrative  costs  in  SUS  libraries.  Further, 
the  study  may  have  implications  for  the  continuing  education 
and  professional  development  needs  of  SUS  librarians.  The 
results  of  the  study  may  also  be  generalizable  to  libraries 
of  public  university  systems  similar  in  size  and  scope  to 
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libraries  in  the  SUS.  The  study  might  also  have  long-range 
implications  for  modifying  library  schools'  curricula  to 
include  more  education  in  leadership  practices. 

Methodology 

A full  description  of  the  methodology  to  be  used 
appears  in  Chapter  3 . The  study  surveyed  the  academic 
librarians  employed  in  the  major  libraries  of  the  nine 
universities  of  the  State  University  System  (SUS)  of 
Florida . 

Data  for  the  study  were  collected  with  three 
instruments:  (a)  the  Leadership  Practices  Inventory:  Other 
(LPIO) , (b)  the  Survey  of  Organizational  Climate  (SOC) , and 

(c)  a demographic  questionnaire  developed  by  the  researcher 
The  LPIO  has  five  subunits:  challenging  the  process; 
inspiring  a shared  vision;  enabling  others  to  act;  modeling 
the  way;  and  encouraging  the  heart  (Kouzes  & Posner,  1988a) 
The  SOC  has  six  subunits:  organizational  characteristics; 
supervisory  characteristics;  group  characteristics; 
individual  characteristics;  job  characteristics;  and  work 
outcome  (Siegel  & Turney,  1980) . The  demographic 
questionnaire  has  eight  variables:  ethnicity;  gender;  age 
group;  years  of  service;  salary  range;  graduate  degrees; 
library  position  classification  in  the  SUS;  and  type  of 
library  work. 
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The  researcher  investigated  two  sets  of  relationships. 
One  was  the  relationship  between  the  subunits  of  the  LPIO 
and  the  subunits  of  the  SOC.  The  second  set  of 
relationships  was  between  the  subunits  of  the  SOC  and  the 
eight  variables  of  the  demographic  questionnaire.  The 
purpose  was  to  determine  what  relationship,  if  any,  could  be 
found  between  perceived  leadership  practices  and  employee 
job  satisfaction,  and  between  demographic  variables  and 
employee  job  satisfaction. 

Means  and  frequency  distributions  for  the  five  subunits 
of  the  LPIO,  the  six  subunits  of  the  SOC.  and  the  eight 
variables  of  the  demographic  questionnaire  are  described  in 
Chapter  4.  Correlation  coefficient  was  used  to  determine 
the  relationship  between  the  subunits  of  the  LPIO  and  the 
subunits  of  the  SOC . The  analysis  of  variance  and  the 
Scheffe  procedure  were  used  to  determine  the  relationship 
between  the  subunits  of  the  SOC  and  the  variables  of  the 
demographic  questionnaire.  The  level  of  confidence  in  each 
case  was  set  at  95%. 


Assumptions 

The  following  assumptions  were  made  in  the  initial 
stages  of  this  study  of  the  relationship  between  perceived 
leadership  practices  and  employee  job  satisfaction  in  the 
libraries  of  the  State  University  System  (SUS)  of  Florida. 
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1.  Administrative  costs  from  employee  turnover  and 
absenteeism  are  inversely  related  to  employee  job 
satisfaction. 

2 . The  Leadership  Practices  Inventory  (LPI)  is  an 
appropriate  instrument  for  measuring  leadership 
practices  in  academic  libraries. 

3 . The  Survey  of  Organizational  Climate  (SOC)  is  an 
appropriate  instrument  for  measuring  job 
satisfaction  in  academic  libraries. 

4.  Librarians  do  not  receive  adequate  professional 
education  in  leadership  practices  at  library 
schools . 

5.  The  professional  education  of  the  academic 
librarians  in  the  SUS  libraries  does  not  differ 
significantly  from  the  professional  education  of 
other  librarians. 

6.  The  essence  of  employee  job  satisfaction  in 
academic  libraries  is  comparable  to  the  essence  of 
employee  job  satisfaction  in  businesses  and 
industries . 

7.  To  the  extent  that  employee  job  satisfaction  is 
work  related,  a meaningful  level  of  responsibility 
for  employee  job  satisfaction  rests  with 
individuals  in  positions  of  leadership. 

If  it  can  be  found  that  there  is  a relationship 
between  perceived  leadership  practices  and 
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employee  job  satisfaction  or  between  demographic 
variables  and  employee  job  satisfaction  in  the 
libraries  of  the  State  University  System  (SUS)  of 
Florida,  this  study  has  practical  value  to  these 
libraries . 

Delimitations  and  Limitations 

This  study  of  the  relationship  between  perceived 
leadership  practices  and  employee  job  satisfaction  in  the 
State  University  System  of  Florida  libraries  acknowledged 
the  following  delimitations  and  limitations. 

Delimitations 

1.  Participants  in  this  study  were  academic 
librarians  employed  in  the  major  libraries  of  the 
nine  universities  of  the  State  University  System 
(SUS)  of  Florida.  Permission  to  perform  the  study 
was  requested  from  SUS  library  directors;  however, 
not  all  of  the  directors  granted  permission.  As  a 
result,  the  instruments  were  sent  to  only  235  of 
the  365  academic  librarians  in  the  SUS  (American 
Library  Directory.  1989) . 

2.  This  study  considered  leadership  practices  only  as 
defined  by  the  Leadership  Practices  Inventory 

(LEI) • 
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3.  This  study  considered  job  satisfaction  only  as 
defined  by  the  Survey  of  Organizational  Climate 
(SOC) . 

4.  The  literature  on  leadership  in  libraries  reviewed 
for  this  study  concentrates  on  research  published 
between  1980  and  1992. 

5.  This  study  considered  only  objective  demographic 
data  documented  by  the  demographic  questionnaire. 

Limitations 

1.  This  study  did  not  consider  the  job  satisfaction 
levels  of  the  individual  whose  leadership 
practices  were  described  by  the  library  employee. 

2.  This  study  did  not  consider  the  job  satisfaction 
levels  of  library  employees  who  were  not 
librarians . 

3 . This  study  did  not  control  for  extraneous 
variables,  such  as  university  political  and 
economic  situations,  national  economic  conditions, 
or  personal  situations  that  affect  employee  job 
satisfaction. 

Definition  of  Terms 

In  this  study,  the  following  words  and  phrases  were 
used  according  to  these  definitions. 

A librarian  is  an  individual  who  holds  a master's 
degree  from  a library  science  program  that  is  accredited  by 
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the  American  Library  Association  (ALA)  and  who  is 
professionally  employed  in  a library. 

An  academic  librarian  is  a librarian  who  is 
professionally  employed  in  a library  under  the  auspices  of  a 
college  or  university. 

Library  school  refers  to  master's  degree  program  in 
library  science  which  is  accredited  by  the  American  Library 
Association  (ALA)  and  provides  the  professional  education 
required  to  be  an  entry  level  librarian. 

The  State  University  System  (SUS)  of  Florida  is  the 
system  of  nine  public  universities  in  the  state  of  Florida. 

Leadership  practices  are  the  tasks  of  an  administrator, 
supervisor,  manager,  or  leader  which  involve  challenging, 
inspiring,  enabling,  modeling,  or  encouraging  employees 
(Kouzes  & Posner,  1988a) . 

The  Leadership  Practices  Inventory  (LPI)  is  an 
instrument  which  examines  leadership  practices,  developed  by 
James  M.  Kouzes  and  Barry  Z.  Posner  (1988a) . 

Employee  job  satisfaction  is  the  degree  to  which 
members  of  the  work  force  are  content  with  their  jobs. 
(O'Connor,  1986) . 

The  Survey  of  Organizational  Climate  (SOC)  is  an 
instrument  which  measures  job  satisfaction,  developed  by 
Alan  L.  Siegel  and  John  R.  Turney  (1980) . 
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The  demographic  questionnaire  is  a modified  version  of 
the  Demographics  addendum  of  the  Manager's  Guide  to  Using 
the  Survey  of  Organizational  Climate. 

Library  position  classification  in  the  SUS  are  the 
occupational  title  assigned  by  the  State  of  Florida  to 
academic  librarians  in  the  State  University  System  (SUS) . 

Type  of  library  work  refers  to  one  of  three  types  of 
work  done  in  a library:  technical  service,  public  service, 
or  administration. 

Organization  of  the  Study 

The  remainder  of  this  study  will  be  reported  in  four 
chapters.  Chapter  2 contains  a review  of  the  literature 
pertaining  to  the  research  problem.  Chapter  3 is  a 
delineation  of  the  methodology  for  the  study,  including  a 
description  of  the  population,  data  collection  procedures, 
and  data  analysis  procedures  to  be  used.  Chapter  4 is  a 
description  of  the  findings  of  the  research.  Chapter  5 
contains  the  conclusions  of  the  research,  discuss  the 
implications  of  this  study,  and  make  recommendations  for 


further  research. 


CHAPTER  2 


REVIEW  OF  THE  RELEVANT  LITERATURE 

This  research  was  a study  of  the  relationship  between 
leadership  practices  and  employee  job  satisfaction.  The 
study  focused  on  the  academic  libraries  of  the  State 
University  System  (SUS)  of  Florida.  The  academic  libraries 
of  the  SUS  are  public  service  agencies.  In  public  service 
agencies,  as  in  businesses  and  industries,  employee  job 
satisfaction  is  critical  to  quality  service  and  to 
administrative  cost  control. 

The  background  for  this  study  consisted  of  a review  of 
the  relevant  literature  of  two  areas:  (a)  literature 

pertaining  to  leadership  in  libraries,  and  (b)  the 
literature  pertaining  to  the  administrative  costs  of 
employee  job  satisfaction  as  it  is  related  to  employee  job 
turnover  and  absenteeism.  The  background  for  the  study 
also  included  a report  on  the  dearth  of  literature  on  the 
study's  two  published  instruments,  the  Leadership  Practices 
Inventory;  Other  (LPIO) , and  the  Survey  of  Organizational 
Climate  (SOC) . 
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Leadership  in  Libraries 

If  they  are  to  provide  quality  service  at  the  lowest 
possible  cost,  libraries  must  be  under  the  direction  of 
competent  leaders.  It  is  important,  therefore,  to  know 
about  leadership  in  libraries.  The  major  portion  of  this 
chapter  is  a review  of  the  relevant  literature  on  leadership 
in  libraries.  To  present  the  background  for  the  study,  this 
copious  literature  was  classified  into  four  categories:  (a) 

management  tasks  of  library  leaders;  (b)  tests  for 
leadership  in  libraries;  (c)  problems  of  leadership  in 
libraries;  and  (d)  descriptions  of  library  leaders.  The 
following  is  a summary  of  major  research  in  each  of  these 
categories . 

Management  Tasks  of  Library  Leaders 

The  classic  work  of  Gulick  and  Urwick  (1937)  defined 
the  tasks  of  management  as  planning,  organizing,  directing, 
staffing,  coordinating,  reporting,  and  budgeting. 

Leadership  practices,  as  defined  in  this  study,  are 
challenging,  inspiring,  enabling,  modeling,  and  encouraging 
(Kouzes  & Posner,  1988a).  These  tasks  are  primarily 
concerned  with  the  staffing  function  of  management.  Studies 
pertaining  to  the  management  task  of  staffing  were  well 
documented  in  the  library  literature. 

Breivik's  (1987)  research  concentrated  on  staffing  and 
planning  in  academic  libraries.  She  described  a plan  which 
demonstrated  how  an  academic  library  can  be  managed  as  a 
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teaching  library.  The  plan  involved  unusual  staffing 
patterns  in  which  library  employees  who  were  not  librarians 
were  trained  to  do  many  of  the  tasks  customarily  done  by 
librarians.  Librarians,  Breivik  maintained,  would  then  have 
more  time  to  concentrate  on  teaching  and  research 
activities.  The  leadership  practices  Breivik  suggested 
challenged  library  leaders  to  envision  and  enable  expanded 
roles  for  all  library  employees. 

Ivy  (1987)  also  discussed  staffing  and  included  a brief 
review  of  both  management  literature  and  leadership 
literature.  Ivy  explained  how  children's  librarians  often 
experience  physical  isolation  from  their  peers  within  a 
library.  She  showed  how  supervisors  of  children's 
librarians  can  alleviate  this  problem  through  planning  and 
developing  programs  which  enable  more  interaction  with 
librarians  in  other  departments  and  other  libraries. 

Marchant  (1982)  discussed  staffing  plans  which  involve 
inspiring  employees  in  academic  libraries  through 
participatory  management.  He  theorized  that  participatory 
management  promoted  job  satisfaction  which  led  to  library 
user  satisfaction.  Marchant  (1982)  updated  his  dissertation 
research,  which  related  professional  librarians' 
participation  in  decision  making  to  performance  measurements 
(Marchant,  1970) . He  found  a positive  correlation  between 
management  styles  incorporating  participatory  management  and 
faculty  evaluation  of  library  service. 
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Bengston  and  Shields  (1985)  replicated  Marchant's 
(1970)  study,  which  had  found  a significant  correlation 
between  managerial  style  and  job  satisfaction  in  libraries 
(Marchant,  1970,  1982) . Bengston  and  Shields'  findings 
substantiated  nine  of  eleven  variables  of  Marchant's  study 
at  a 95%  level  of  confidence  with  at  least  a 92%  level  of 
confidence  in  the  other  two  variables  (Bengston  & Shields, 
1985).  Welmaker's  (1984)  dissertation  research  was  similar 
to  Marchant's  (1970)  study  and  resulted  in  similar  findings 
in  public  libraries. 

Hall  (1984)  addressed  staffing  and  planning  in  a study 
of  library  leaders  as  change  agents  to  "determine  whether 
educational  characteristics  and  professional  status  of 
academic  librarians  were  factors  related  to  the  librarians' 
self-perception  as  change  agents  . . . [to]  determine  the 
relationship  between  change  agent  characteristics  of 
academic  librarians  and  the  perceived  existence  of  change  in 
academic  libraries"  (Hall,  1984,  p.  2).  Hall  determined 
that  academic  librarians'  educational  achievements  were  not 
relevant  change  agents;  however,  professional  status,  such 
as  research  and  campus  activities,  were. 

Martin  (1980),  Holmes  (1983),  and  White  (1984)  focused 
on  staffing  as  it  relates  to  planning,  directing,  and 
organizing  in  libraries.  Martin  (1980)  found  a correlation 
between  library  staff  members'  attitudes  toward  library 
users,  leadership  practices,  and  the  level  of  automation  in 
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a library.  A high  level  of  automation  in  a library 
indicated  effective  leadership  practices  in  the  areas  of 
long-range  planning  and  staff  development,  according  to 
Martin  (1980). 

Holmes  (1983)  addressed  planning,  directing,  and 
organizing  as  they  related  to  decision  making  and  library 
staff  members'  perception  of  power.  In  dissertation 
research  which  combined  survey  research  with  case  studies, 
Holmes  studied  decision  making  and  power  from  the 
perspective  of  the  library  director,  the  library  director's 
subordinates,  and  the  library  director's  supervisors.  He 
found  that  library  directors'  perceived  power  in  the  area  of 
critical  decision  making  impacted  heavily  on  library 
employees'  perception  of  their  directors'  general  power. 

White  (1984)  studied  successful  versus  unsuccessful 
adaptation  to  change  in  academic  libraries  and  identified 
patterns  of  successful  change.  White  concluded  that 
effective  leadership  was  the  characteristic  common  to 
libraries  that  adapt  well  to  change  in  the  areas  of 
technology,  new  services,  organizational  structure,  and 
administrative  structure. 

The  research  on  management  tasks  of  library  leaders  was 
fundamentally  concerned  with  the  staffing  function  of 
management.  Breivik  (1987),  Ivy  (1987),  Marchant  (1982), 
and  Hall  (1984)  were  chiefly  concerned  with  aspects  of  the 
leadership  practices  which  challenged,  inspired,  enabled. 
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and  encouraged  library  employees  to  provide  quality  library 
service.  Martin  (1980),  Holmes  (1983)  and  White  (1984)  were 
also  concerned  with  the  staffing  function  of  management  and 
quality  library  service  through  leadership  practices  which 
modeled,  enabled,  and  encouraged  change  within  libraries. 
Tests  for  Leadership  in  Libraries 

The  library  literature  described  a number  of 
instruments  which  have  been  used  to  measure  various  criteria 
of  leadership.  The  authors  of  the  studies  reported  in  the 
literature  tested  library  managers,  supervisors,  and 
administrators  for  leadership  practices.  Some  of  these 
authors  used  recognized  instruments,  while  others  developed 
their  own. 

In  her  dissertation  research  on  leadership  in 
libraries,  Webreck  (1985)  utilized  an  existing  instrument, 
the  Mvers-Briqqs  Type  Indicator  (MBTI ) , to  study  the 
relationship  of  personality  type  to  organizational  climates 
in  academic  libraries.  Webreck  determined  that  librarians 
tended  to  be  individuals  who  were  energized  from  within 
themselves  and  inclined  to  make  decisions  based  on  feelings 
rather  than  objective  data.  Webreck  stated,  "These  results 
are  in  accord  with  those  studies  which  examined  the 
personality  types  of  librarians  and  found  the  participants 
to  be  characterized  as  introspective  and  pre-occupied  with 
subjective  feelings"  (Webreck,  1985,  p.  142). 
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Mitchell  (1987)  employed  Fielder's  Least  Preferred 
Co-Worker  Scale  in  a study  of  leadership  in  libraries.  In 
this  study,  dissertation  research  conducted  at  Rutgers 
University,  he  tested  Fiedler's  Contingency  Model  as  a 
predictor  of  effectiveness  of  academic  library  department 
heads.  To  test  Fiedler's  model,  Mitchell  used  Bare's  Group 
Effectiveness  Scale  with  Morse  and  Wagner's  Managerial 
Performance  Scale.  Based  on  his  results,  Mitchell  concluded 
that  the  effectiveness  of  academic  library  department  heads 
could  not  be  predicted  using  these  instruments. 

Andwood  (1984),  Gustafson  (1982),  Wolcott  (1984),  and 
Young  (1980)  each  used  Stogdill's  instrument,  the  Leader 
Behavior  Description  Questionnaire  (Stogdill  & Coons,  1957) 
in  their  research.  Andwood  (1984)  found  that  library  media 
directors  and  school  librarians  sensed  a discrepancy  between 
real  and  ideal  leader  behavior.  Gustafson  (1982)  also 
studied  leadership  in  school  libraries,  concluding  that 
principals'  perceptions  of  media  librarians'  leadership 
roles  were  not  related  to  gender  or  work  experience  but  were 
moderately  related  to  educational  background. 

Wolcott  (1984)  used  the  Leader  Behavior  Description 
Questionnaire  (LBDO)  with  path-goal  theory  to  study 
leadership  behavior  of  library  supervisors  as  it  related  to 
the  job  performance  of  subordinate  librarians.  Path-goal 
theory  asserts  that  adept  leadership  is  based  on  effective 
interaction  between  the  structure  of  the  task  and  the  amount 
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of  consideration  given  to  the  subordinate  by  the  leader 
(House,  1971).  The  findings  of  Wolcott's  study  did  not 
corroborate  House's  path-goal  theory.  Wolcott  presumed  that 
this  was  because  the  level  of  education  of  his  subjects,  all 
of  whom  were  librarians,  differed  from  the  educational 
levels  of  the  industrial  employees  who  were  the  subjects  of 
House's  study  (Wolcott,  1984). 

Young  (1980)  also  used  the  LBDO  in  a study  which 
surveyed  directors  of  historically  Black  college  libraries 
to  determine  patterns  in  leadership  behavior.  Young  used 
Form  12  of  the  LBDQ , which  has  twelve  subscales.  She  found 
that  years  as  a library  director  was  not  a relevant  factor 
on  any  of  the  subscales;  age  and  level  of  education  were 
each  relevant  on  one  of  the  subscales;  and  years  in  the 
profession  and  span  of  control  were  each  relevant  factors  on 
two  of  the  twelve  subscales  of  the  instrument  (Young,  1980) . 
Young's  study  did  not  detect  a significant  difference 
between  library  directors'  perception  of  their  own 
leadership  behavior  and  subordinates'  perception  of  library 
directors'  leadership  behavior  (Young,  1980) . 

A series  of  studies  used  the  Profile  of  Organizational 
Characteristics  (POC) . Developed  by  Likert  (1967),  the  POC 
is  discussed  in  The  Ninth  Mental  Measurements  Yearbook  (MMY) 
but  does  not  have  established  norms  (Mitchell,  1985) . 
Marchant  (1982)  and  Bengston  and  Shields  (1985)  used  the  POC 
in  their  research.  As  mentioned  earlier,  Bengston  and 
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Shields  replicated  Marchant 's  research  that  found  a 
significant  correlation  between  managerial  style  and  job 
satisfaction  in  academic  libraries  (Marchant,  1982; 

Marchant,  1970).  Welmaker  (1984)  also  used  the  POC  and  also 
concluded  that  there  was  a correlation  between  managerial 
style  and  job  satisfaction  in  public  libraries. 

Frankie  (1980)  used  the  Job  Analysis  and  Interest 
Measurement  (JAIM) . This  test  was  developed  at  George 
Washington  University  but  was  not  described  in  the  MMY 
(Mitchell,  1985) . Frankie  employed  the  JAIM  to  look  at 
relationships  between  what  people  were  required  to  do  and 
what  they  enjoyed  in  a given  occupation.  Her  study  showed  a 
significant  difference  in  the  scores  of  academic  library 
catalogers  and  academic  reference  librarians.  These 
observations  indicated  the  presence  in  academic  libraries  of 
differing  occupational  subcultures,  requiring  flexibility  in 
leadership  practices  (Frankie,  1980) . 

Several  researchers  have  developed  their  own 
instruments  for  measuring  specific  aspects  of  library 
administrators'  leadership  abilities.  Cargill  and  Alley 
developed  a brief  questionnaire  using  a Likert  scale  to 
survey  librarians  about  their  opinions  of  their  library 
directors.  They  identified  characteristics  of  "good" 
directors  and  compared  these  to  characteristics  of  "bad" 
directors.  The  "good"  characteristics  of  library  directors 
in  Cargill  and  Alley's  study  included  delegating 
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responsibility  effectively;  solving  problems  well;  making 
decisions  competently;  taking  interest  and  pride  in  the 
accomplishments  of  employees;  and  being  open  to  new  ideas 
and  technological  advances.  Of  the  public  and  academic 
librarians  surveyed,  32%  of  the  respondents  thought  their 
directors  were  such  bad  leaders  that  the  respondents  favored 
having  them  removed;  59%  favored  retaining  their  directors; 
and  9%  were  undecided  (Cargill  & Alley,  1981a;  Cargill  & 
Alley,  1981b) . 

Lee  (1981)  developed  a three-part  instrument  to 
determine  the  relationship  of  job  commitment  to  personal 
values  of  academic  librarians.  Lee  also  considered 
demographic  variables  (age,  pay,  length  of  service,  and  type 
of  institution)  and  concluded  that  personal  values  were 
significant  in  predicting  job  commitment  of  academic 
librarians  (Lee,  1981) . 

Weingand  and  Ryan  (1985)  prepared  a survey  which 
compared  leadership  competencies  from  four  perspectives: 
library  directors'  self-images;  library  boards'  images  of 
library  directors;  assistant  directors'  self-images;  and 
library  directors'  images  of  assistant  directors.  Weingand 
and  Ryan  found  that  assistant  directors  of  public  libraries 
were  perceived  as  having  considerably  less  managerial  skill 
than  library  directors.  In  a commentary  on  leadership 
qualities  of  associate  directors  and  assistant  directors, 
Bailey  (1992)  expounded  Weingand  and  Ryan's  (1985)  research. 
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Finally,  Jaffe  and  Ives  (1987)  discussed  the  need  for 
evaluation  of  library  supervisors  and  introduced  an 
instrument  they  developed  for  the  purpose.  The  authors 
administered  the  instrument  at  a public  library  in  Ohio  but 
did  not  report  the  data  they  collected  or  its  subsequent 
use.  The  purpose  of  the  article  was  to  present  a model  for 
fostering  job  satisfaction  within  an  organization.  The 
authors  stated  that  "dissatisfaction  often  leads  to 
counterproductive  behavior;  absenteeism  rises,  the  turnover 
rate  is  high,  passivity  and  apathy  take  hold"  (Jaffe  & Ives, 
1987,  p . 118 ) . 

The  research  that  attempted  to  test  for  leadership 
practices  in  libraries  was  varied  with  little  direction  or 
consensus.  What  could  be  concluded  from  these  studies  was 
that  librarians'  scores  on  recognized  instruments  frequently 
were  not  consistent  with  the  scores  of  the  general 
population  (Frankie,  1980;  Mitchell,  1987;  Webreck,  1985; 
Wolcott,  1984) . The  reason  for  this  could  be  in  the 
personalities  of  individuals  who  become  librarians  (Webreck, 
1985;  White,  1987b) ; in  the  educational  levels  of  librarians 
(Gustafson,  1982;  Wolcott,  1984);  or  in  appropriateness  of 
the  research  to  the  issue  of  leadership  in  libraries. 

In  spite  of  a lack  of  focus,  the  research  on  tests  for 
leadership  in  libraries  did  find  relationships  between 
managerial  style  and  job  satisfaction  in  libraries  (Bengston 
& Shields,  1985;  Marchant,  1970,  1982;  Welmaker,  1984). 
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Problems  of  Leadership  in  Libraries 

The  largest  classification  of  the  library  literature 
relevant  to  this  study  was  the  classification  that  dealt 
with  problems  of  leadership  in  libraries.  The  library 
literature  repeatedly  substantiated  the  concern  that 
librarianship  as  a profession  often  suffered  from  a lack  of 
good  management  and  leadership  (Chisholm,  1986;  Euster, 

1984;  Lawson  & Dorrell,  1992;  McClure,  1980;  White,  1987b). 
Furthermore,  in  the  library  literature,  leadership  was 
frequently  confused  with  management,  administration,  and 
supervision. 

White  (1987b)  did  not  confuse  leadership  with 
management,  administration,  or  supervision.  He  believed 
that  managerial  skills  can  be  taught  while  leadership  skills 
were  instinctive  traits  that  can  be  neither  taught  nor 
learned.  White  noted  that,  as  in  many  professions, 
librarians  were  promoted  to  leadership  positions  as  rewards 
for  work  in  nonleadership  positions  rather  than  for 
leadership  ability  or  leadership  potential.  White  also 
stated  his  belief  that  innate  leadership  ability  was 
recognizable  in  a few  library  school  students  but  not 
cultivated  in  library  schools  (White,  1987b) . 

The  library  literature  documented  the  fact  that 
librarians  are  promoted  through  the  ranks  to  leadership 
positions.  In  his  study  of  characteristics  of  directors  of 
small  college  libraries  in  the  midwest,  Mech  (1985)  showed 
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that  librarians  became  library  administrators  as  a result  of 
sequential  promotions  from  entry  level  positions.  Mech's 
study  confirmed  Maag's  findings.  Only  6%  of  the  122  library 
directors  in  Maag's  study  had  not  been  employed  as 
librarians  just  prior  to  being  hired  as  a library  director 
(Maag,  1981).  White  (1987a)  noted  that  a significant  number 
of  respondents  in  research  he  conducted  characterized 
themselves  as  library  leaders  within  nine  years  after 
graduation  from  library  school. 

Lawson  and  Dorrell  (1992)  studied  library  leadership 
and  staff  loyalty.  They  postulate  that  a major  dilemma  of 
library  leadership  is  that  library  leaders  and  library  staff 
members  often  fail  to  develop  mutual  loyalty.  If  bilateral 
loyalty  has  not  been  established  by  one  leader,  his  or  her 
successor  faces  a distended  challenge. 

McClure  (1980)  theorized  that  library  managers  have 
never  routinely  been  good  managers.  Librarians,  McClure 
contended,  were  neither  screened  for  management  skills 
before  library  school  nor  trained  adequately  in  management 
skills  during  library  school. 

Hawley  (1982)  maintained  that  librarians  need  both 
better  professional  education  in  leadership  and  continuing 
education  in  leadership  to  be  effective  in  their  work.  Any 
leadership  education  acquired  in  library  school,  according 
to  Hawley,  will  have  been  forgotten  or  antiquated  in  the 
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years  between  an  entry-level  position  and  a position  of 
leadership. 

Black  (1981)  researched  the  personality  types  of 
librarians.  Black  was  unable  to  repudiate  the  stereotype  of 
librarians  as  middle-aged  individuals  who  were  "found  to  be 
insecure,  suffered  from  inferiority  complexes,  were 
uncomfortable  and  inadequate  in  social  situations  and 
exhibited  less  dominant  leadership  characteristics  than  the 
average  university  student"  (Black,  1981,  p.  65). 

Moore's  research  examined  career-change  newcomers  to 
librarianship . Moore  stated  that  newcomers  seldom  brought 
leadership  traits  and  skills  to  the  profession  (Moore,  1981, 
1983).  In  dissertation  research  and  a subsequent  article, 
Moore  determined  that  "academic  librarians,  no  matter  by 
what  route  they  come  to  the  field,  tended  to  fit  a certain 
personality  profile  and  that,  when  it  comes  to  managerial 
talent,  they  were  generally  not  as  able  as  people  in  other 
occupations"  (Moore,  1981,  p.7A). 

Chisholm  (1986)  synopsized  leadership  behavior  and 
implored  experienced  librarians  in  leadership  positions  to 
identify,  encourage,  and  support  less-experienced  colleagues 
who  show  leadership  potential.  The  problems  of  leadership 
in  libraries,  according  to  Chisholm,  extended  to  library 
professional  organizations. 

Finally,  Roberts  (1985)  speculated  that  librarians  of 
the  nineteenth  century  had  leadership  skills  and 
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characteristics  while  twentieth  century  librarians  became 
managers,  as  opposed  to  leaders.  Academic  librarians  of  the 
twenty-first  century,  concluded  Roberts,  will  need  a 
combination  of  both  managerial  talent  and  leadership  skills. 

These  studies  presented  a bleak  picture  of  leadership 
in  libraries,  a situation  seemingly  supported  by  the  fact 
that  the  research  classified  under  problems  of  leadership  in 
libraries  constituted  the  largest  portion  of  the  literature. 
The  conspicuous  amount  of  literature  on  problems  of 
leadership  in  libraries  declares  a problem.  The  final 
classification  of  the  literature,  however,  indicates  that 
librarianship  does  benefit  from  skilled  leadership  practices 
at  the  highest  level  of  the  profession. 

Descriptions  of  Library  Leaders 

The  library  literature  contained  many  examples  of 
library  leaders  who  have  made  major  contributions  to  the 
profession.  Descriptions  of  library  leaders  included 
descriptions  of  leadership  practices  applied  by  librarians 
and  biographical  studies  of  librarians  who  were  heralded  as 
leaders  for  their  accomplishments. 

Sheldon  (1991)  described  leadership  practices  and 
librarians  who  employ  them.  Using  the  model  set  forth  by 
Bennis  and  Nanus  (1985),  she  interviewed  60  distinguished 
librarians  about  the  four  leadership  practices  Bennis  and 
Nanus  isolated:  attention  through  vision;  meaning  through 
communication;  trust  through  positioning;  and  positive  self- 
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regard  (Sheldon,  1991) . Sheldon  expanded  on  Bennis  and 
Nanus'  work  by  considering  the  implications  of  library 
mentors  and  of  leadership  education  on  leadership  in 
libraries . 

Several  authors  wrote  biographical  studies  of  library 
leaders.  The  individuals  portrayed  in  these  studies  were 
generally  considered  leaders  for  their  accomplishments 
rather  than  for  their  leadership  practices.  Accomplishments 
of  library  leaders  included  advancing  a particular  aspect  of 
librarianship  and  contributing  to  library  professional 
organizations . 

Du  Mont  (1982)  described  Jerrold  Orne  as  a library 
leader.  Orne,  now  Professor  Emeritus  at  the  University  of 
North  Carolina,  was  the  driving  force  behind  centralized 
cataloguing  of  library  material.  He  was  portrayed  as  a good 
leader  but  not  a good  administrator.  Du  Mont  described  Orne 
as  candid,  often  to  the  point  of  being  abrasive,  and  capable 
of  fostering  discomfort  among  his  staff  members  with  his 
penchant  for  implementing  dubious  innovations.  A self- 
proclaimed  autocrat,  Orne  was  also  a prolific  author.  It 
was  for  his  efforts  to  centralize  library  cataloguing, 
rather  than  for  his  leadership  practices,  that  he  was 
regarded  as  a library  leader  (Du  Mont,  1982). 

Hogarth  (1987)  wrote  a biography  of  Anne  Carroll  Moore 
(1871-1961),  who  was  known  for  her  outstanding  work  with 
children  and  children's  literature.  Moore  was  the 
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Supervisor  of  Work  with  Children  at  the  New  York  Public 
Library  in  the  1920's  and  1930's.  Her  outstanding  work  with 
children's  literature  ordained  her  a leader  in 
librarianship.  Hogarth,  a former  employee  of  Moore's, 
admitted  to  being  terrified  of  Moore,  who  was  known  for  her 
vitriolic  and  critical  nature  (Hogarth,  1987) . Moore's 
contributions  as  a library  leader  was  to  the  knowledge  base 
of  the  professional.  Her  leadership  practices  related  to 
employee  job  satisfaction  were  questionable. 

Holley  (1981)  described  Charles  Harvey  Brown  (1875- 
1960) . Brown  altered  the  course  of  library  professional 
organizations.  He  was  the  librarian  at  Iowa  State  College 
from  1922  to  1946  and  was  also  known  for  setting  standards 
for  collection  development  in  the  area  of  scientific 
journals  in  academic  libraries.  His  most  impressive 
accomplishment,  however,  was  his  work  within  the  American 
Library  Association  (ALA) . 

The  ALA  had  a longstanding  tradition  of  being  a 
professional  association  for  public  librarians.  As  the 
number  of  academic  librarians  increased  after  World  War  I, 
academic  librarians  became  disenchanted  with  their  status  in 
the  ALA.  Brown  helped  promote  an  alternative  organization, 
the  Association  of  College  and  Research  Libraries,  but  also 
fought  to  keep  that  organization  within  the  American  Library 
Association.  Holley  does  not  describe  Brown's  leadership 
practices  as  a library  director  but  noted  Brown  as  a leader 
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for  his  efforts  to  gain  recognition  for  academic  librarians 
in  the  ALA  (Holley,  1981) . 

Wiegand  (1982)  wrote  about  Lawrence  Powell,  retired 
University  Librarian  and  Director  of  Clark  Library  at  UCLA. 
Powell  was  known  for  his  love  of  books,  for  the  books  he  has 
written,  and  for  his  position  as  Director  of  Libraries  at 
the  University  of  California  at  Los  Angeles.  Powell 
believed  that  administration  was  not  a science  but  an  art. 

As  Director  of  Libraries,  Powell  was  known  for  trusting  his 
staff,  taking  risks,  listening  to  the  subordinates' 
opinions,  and  rewarding  his  staff  members  for  jobs  well 
done.  Characteristic  of  Powell's  thinking  was  his  use  of  a 
mobile  as  an  analogy  for  an  organizational  chart.  In  a 
mobile,  he  said,  the  lead  string  holds  the  system  together 
and  keeps  it  in  balance,  while  the  parts  are  allowed  to  move 
freely  (Wiegand,  1982) . Wiegand  discussed  Powell's 
contributions  as  a library  leader  in  terms  of  Powell's 
leadership  practices. 

Orne  and  Moore  were  examples  of  librarians  who  were 
considered  leaders  because  of  their  innovative  work,  rather 
than  for  leading  people.  Brown  was  declared  a leader  for 
his  role  in  strengthening  the  American  Library  Association, 
librarianship's  major  professional  association.  Powell  was 
an  example  of  a leader  defined  by  his  leadership  practices. 

Orne,  Moore,  Brown,  Powell,  and  the  librarians 
interviewed  by  Sheldon  (1991)  are  giants  of  the  library 
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profession.  Sheldon,  however,  maintains  that  leadership  in 
libraries  must  go  beyond  identifying  library  leaders  for 
their  practices  or  accomplishments.  Library  leaders  must 
identify,  educate,  and  nurture  many  more  library  leaders  to 
meet  the  challenges  of  the  twenty-first  century. 

Administrative  Costs  and  Employee  Job  Satisfaction 

Academic  librarians,  if  they  are  to  successfully 
fulfill  their  challenging  roles,  must  lead  libraries  as 
efficiently  as  any  well-organized,  efficiently  managed, 
profitable  business  is  led.  Leadership  practices  which  lead 
to  employee  job  satisfaction  are  major  components  of  well- 
managed  businesses.  With  competent  leadership  practices, 
employee  job  satisfaction  in  libraries  can  be  enhanced  and 
employee  turnover  and  absenteeism  contained  to  healthy 
levels.  The  result  will  be  that  administrative  costs  will 
be  contained  and  library  patrons  will  be  better  served. 

The  background  for  this  study  included  the  relevant 
literature  on  employee  job  turnover  and  absenteeism,  which 
can  be  indicators  of  job  satisfaction  (McGregor,  1960) . 
Employee  job  turnover  and  absenteeism  present  direct  and 
indirect  costs  to  business.  All  industries  have  turnover 
and  absenteeism;  however,  an  employee  who  is  reasonably 
satisfied  with  a job  is  less  likely  to  leave  a job  or  be 
absent  from  work.  While  some  turnover  and  absenteeism  is 
healthy  and  inevitable,  keeping  employee  turnover  and 
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absenteeism  as  low  as  possible  reduces  administrative  costs 
(Hollenbeck  & Williams,  1986;  Watts  & White,  1988)  . 

Employee  Job  Satisfaction  and  Employee  Turnover 

The  literature  contained  a variety  of  studies  that 
addressed  the  cost  of  employee  turnover.  A congressional 
publication  affixed  the  average  cost  of  recruitment  and 
placement  in  federal  jobs  as  ranging  from  $300.00  to  fill  a 
secretarial  position  at  the  GS  5 level  to  $22,000.00  to  hire 
a medical  officer  at  the  GS  15  level.  These  figures  showed 
direct  costs  and  did  not  account  for  the  indirect  costs 
incurred  from  lost  productivity  during  the  recruitment 
process  (Congress  of  the  United  States,  1986) . 

The  American  Management  Association  (1986)  conducted  a 
survey  of  all  aspects  of  hiring  costs  for  jobs  at  salary 
levels  from  a staff  accountant  at  $24,000.00  per  year  to  a 
general  manager  at  $80,000.00  or  more  per  year.  The  data 
from  their  survey  calculated  employment  agency  and  executive 
search  firm  fees;  referral  awards;  local,  regional, 
national,  trade,  and  professional  advertising;  travel, 
lodging,  and  entertainment  expenses;  and  relocation  costs 
for  different  regions  of  the  country.  From  this  survey,  the 
American  Management  Association  concluded  that  the  cost  of 
filling  a managerial  position  ranged  from  $200.00,  using  an 
in-house  search  process,  to  $24,000  if  an  executive  search 
firm  was  hired  to  identify  qualified  individuals  (American 
Management  Association,  1986) . 
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A study  in  Canadian  Manager  put  the  employee  turnover 
rate  in  sales  at  27%  for  1988.  This  article  stated  that  a 
company  lost  $40,000.00  (Canadian)  each  time  a sales 
representative  left  a company  and  a new  one  was  hired  (What 
Does  Sales,  1990).  Wakin  (1990)  stated  that  to  replace  an 
employee  costs  a company  one-half  to  one  and  one-half  times 
the  employee's  annual  salary.  Coleman  (1989)  placed  the 
cost  of  replacing  the  sales  staff  in  an  average  company  at 
$250,000  per  year  and  verified  the  figure  of  27%  annual 
turnover.  Dawson  (1988)  presented  a computer  model  for 
calculating  the  actual  cost  of  labor  turnover  for  specific 
types  of  employees. 

Employee  Job  Satisfaction  and  Absenteeism 

Much  of  the  literature  that  addressed  employee  job 
satisfaction  and  absenteeism  was  the  same  literature  that 
addressed  employee  job  satisfaction  and  employee  turnover. 
None  of  the  literature  on  job  satisfaction  and  absenteeism, 
however,  addressed  the  actual  cost  of  absenteeism.  The 
indirect  costs  of  having  an  employee  out  temporarily  were 
implied  throughout  the  literature.  Child  care  programs, 
health-promotions  programs,  employee  assistance  programs, 
flexible  scheduling,  air  quality  control,  and  smoking 
policies  were  common  themes  cited  in  the  literature  related 
to  job  satisfaction  and  absenteeism. 

The  most  commonly  cited  topic  in  the  literature  on 
employee  job  satisfaction  and  absenteeism  was  child  care 
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programs.  Bischoff  (1990);  Cole  (1989);  Ransom,  Aschbacher, 
and  Burud  (1989);  and  Pati  (1991)  each  presented  a variety 
of  child  care  options  that  a company  could  consider  and 
cited  the  benefits  of  providing  some  array  of  these  options. 
Each  of  these  articles  asserted  that  child  care  programs 
reduced  employee  absenteeism. 

The  topic  of  health-promotion  programs  was  also 
mentioned  frequently  in  the  literature  on  employee  job 
satisfaction  and  absenteeism  (Automated  Sewing  Systems, 

1989;  Levine,  1988;  What  Does  Sales,  1990). 

Other  incentives  proffered  for  reducing  absenteeism 
were  employee  assistance  programs  (Howard,  1987) , flexible 
scheduling  (Elliott,  1989) , air  quality  control  (White, 
1990),  and  smoking  policies  (Stanley,  1990;  Office  Smokers, 
1988) . Rewards,  promotion  of  teamwork,  and  effective  two- 
way  communication  were  also  cited  as  a means  of  reducing 
absenteeism  and  thus  reducing  the  associated  costs  (Chapman, 
1987;  Garcia,  1987;  Rynberk,  1986). 

Conley  and  Baggett  (1990)  addressed  absenteeism  in  the 
public  sector.  They  described  a sick  leave  incentive 
program  in  DeKalb  County,  Georgia,  which  reduced  absenteeism 
by  over  32%  during  the  five  year  period  ending  in  1987. 
Garcia  (1987)  also  studied  absenteeism  in  the  public  sector. 
He  surveyed  professionals,  including  managers,  in  large 
cities  finding  that  sick  leave  was  used  most  by  employees 
between  31  and  40  years  old,  by  women,  by  minorities,  and  by 
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employees  with  only  a high  school  diploma.  Garcia  also 
found  that  employees  responded  better  to  absenteeism 
reduction  incentive  programs  than  to  penalties  for 
absenteeism  (Garcia,  1987) . 

In  summary,  the  literature  attested  that,  while  some 
amount  of  employee  turnover  and  absenteeism  was  sound  and 
unavoidable  (Hollenbeck  & Williams,  1986;  Watts  & White, 
1988) , employee  job  satisfaction  generally  reduced  employee 
turnover  and  absenteeism  (McGregor,  1960) . Furthermore, 
reduced  employee  turnover  and  absenteeism  helped  control 
administrative  costs.  While  most  of  the  literature  on 
administrative  costs  and  employee  job  satisfaction  was 
specific  to  business  settings,  the  practices  described  can 
be  applied  to  libraries  which,  like  businesses,  must 
maximize  efficiency  while  minimizing  administrative  costs. 

The  Instruments 

Two  published  instruments  were  used  in  the  study:  the 
Leadership  Practices  Inventory:  Other  (LPIO)  developed  by 
James  M.  Kouzes  and  Barry  Z.  Posner;  and  the  Survey  of 
Organizational  Climate  (SOC)  developed  by  Alan  L.  Siegel  and 
John  R.  Turney. 

Leadership  Practices  Inventory:  Other 

The  Leadership  Practices  Inventory  (LPI)  has  two 
parallel  parts:  the  Leadership  Practices  Inventory:  Self 
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(LPIS)  and  the  Leadership  Practices  Inventory:  Other  (LPIO) . 
Only  the  LPIO  was  used  in  this  study. 

The  LPI  was  developed  and  published  by  James  Kouzes  and 
Barry  Posner  in  the  1988.  Kouzes  is  president  of  a 
management  consulting  firm  in  California  and  one  of  the 
partners  in  The  Tom  Peters  Group.  Posner  is  associate 
professor  and  director  of  graduate  business  programs  at 
Santa  Clara  University  in  California  (Kouzes  & Posner, 

1988b) . 

Kouzes  and  Posner  developed  the  LPI  to  examine 
leadership  from  five  perspectives,  which  they  refer  to  as 
the  common  practices  of  successful  leaders  (Kouzes  & Posner, 
1988a) . These  practices  are 

Challenging  the  process 
Inspiring  a shared  vision 
Enabling  others  to  act 
Modeling  the  way 

Encouraging  the  heart  (Kouzes  & Posner, 

1988a) . 

The  LPI  was  initially  tested  on  M.B.A.  students  who 
were  employed  in  full  time  positions.  It  was  revised  and 
subsequently  administered  to  groups  of  managers.  The 
instrument  has  stable  psychometric  properties  and  each  scale 
is  internally  reliable  (Kouzes  & Posner,  1988b) . 

There  has  been  little  written  on  the  LPI,  other  than 
that  written  by  the  authors,  because  the  instrument  was 
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developed  only  recently.  The  LPI  was  used  in  a dissertation 
at  the  University  of  Massachusetts  which  "represents  one  of 
the  first  attempts  to  quantify  the  relationships  among 
traditional  management,  visionary  leadership,  and  high 
(peak)  performing  work  units"  (Stoner-Zemel , 1988,  p.2307A). 
Automated  literature  searches  through  DIALOG  uncovered  no 
studies  that  applied  the  LPI  to  leadership  in  libraries. 
Survey  of  Organizational  Climate 

The  Survey  of  Organizational  Climate  (SOC)  was 
published  by  the  U.S.  Office  of  Personnel  in  1980  in 
Manager' s Guide  to  Using  the  Survey  of  Organizational 
Climate  (Siegel  & Turney,  1980) . It  was  developed  for  use 
with  federal  employees  by  Alan  L.  Siegel  and  John  R.  Turney. 
Siegel  and  Turney  are  both  industrial  psychologists  in 
private  industry  (American  Psychological  Association,  1989) . 
The  SOC  measures  job  satisfaction  in  6 general  categories 
and  21  subcategories: 

SURVEY  OF  ORGANIZATIONAL  CLIMATE 
General  Categorizes  and  Subcategories 

Organizational  Characteristics 

(01)  Organizational  communications 

(02)  Organizational  authority 

(03)  Organizational  trust 

Supervisory  Characteristics 

(51)  Work  facilitation 

(52)  Task  Orientation 

(53)  Delegation 

( 54 ) Competence 

(55)  Performance  evaluation 

(56)  Frequency  of  performance  feedback 

( 57 ) Preferred  frequency  of  performance 

feedback 
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Group  Characteristics 

(Gl)  Group  cohesiveness 
(G2)  Group  decision-making 
(G3 ) Intergroup  relations 

Individual  Characteristics 

(II)  Good  performance  outcome 

Job  Characteristics 

(Jl)  General  job  satisfaction 
(J2)  Autonomy 
( J3 ) Job  value 

Work  Outcome 

(Wl)  Intent  to  turnover 
(W2)  Effort 

(W3)  Group  effectiveness 

(W4)  Organizational  effectiveness 

The  instrument  was  used  in  dissertation  research  at 
Florida  State  University  by  O'Connor  (1986) . O'Connor  used 
the  SOC  to  measure  changes  in  job  satisfaction  after  the 
initiation  of  a quality  circle  program  with  the  staff  of  the 
Student  Services  Division  of  a community  college  in  Florida. 
O'Connor  found  that  the  quality  circle  program  made  a 
significant  difference  in  perceived  job  satisfaction  in  only 
one  of  the  six  general  categories  under  study,  Group 
Characteristics  (O'Connor,  1986) . As  a United  States 
Document,  the  SOC  is  in  the  public  domain. 

Although  each  of  these  instruments  had  been  used  once 
in  dissertation  research,  there  was  no  literature  based  on 
either  of  these  instruments  that  was  relevant  to  the 
background  of  this  study. 
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Summary 

This  research  was  a study  of  the  relationship  between 
leadership  perceived  practices  and  employee  job  satisfaction 
in  the  academic  libraries  of  the  State  University  System 
(SUS)  of  Florida.  Employee  turnover  and  absenteeism  are  key 
indicators  of  employee  job  satisfaction.  When  employee 
turnover  and  absenteeism  can  be  controlled,  administrative 
costs  are  reduced  in  libraries,  just  as  in  businesses. 

The  background  for  this  study  was  a review  of  the 
literature  pertaining  to  leadership  in  libraries  and  the 
literature  pertaining  to  the  administrative  costs  of 
employee  job  satisfaction  as  it  related  to  employee  job 
turnover  and  absenteeism.  Noted  in  the  background  of  the 
study  was  the  scarcity  of  literature  on  the  study's  two 
published  instruments,  the  Leadership  Practices  Inventory: 
Other  (LPIO)  and  the  Survey  of  Organizational  Climate  (SOC) . 

There  was  an  abundance  of  literature  on  leadership  in 
libraries.  This  literature  was  classified  into  four 
categories:  (a)  management  tasks  of  library  leaders;  (b) 

tests  for  leadership  in  libraries;  (c)  problems  of 
leadership  in  libraries;  and  (d)  descriptions  of  library 
leaders . 

The  research  that  described  problems  of  leadership  in 
libraries  dominated  the  literature.  The  consensus  of  the 
literature  on  problems  of  leadership  in  libraries  was  that 
librarians  were  not  inherently  predisposed  to  be  effective 
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leaders  (Black,  1981;  Moore,  1981;  Webreck,  1985;  White, 
1987b) . The  problem  is  exacerbated  by  a lack  of  leadership 
and  managerial  training  in  education  for  librarianship 
(Hawley,  1982;  McClure,  1980).  The  research  also  noted  that 
librarians  are  traditionally  promoted  sequentially  from 
entry  level  positions  to  leadership  positions,  perpetuating 
a lack  of  managerial  training  and  leadership  practices 
within  the  profession  (Maag,  1981;  Mech,  1985) . 

The  research  that  described  management  tasks  of  library 
leaders,  tests  for  leadership  in  libraries,  and  descriptions 
of  library  leaders  were  less  prevalent  in  the  literature. 
Management  tasks  of  library  leaders  included  developing 
staff  members'  potential,  directing  through  participatory 
management  for  job  satisfaction,  coordinating  the  initiation 
of  change,  and  planning  for  future  needs  (Breivik,  1987; 
Eddison,  1983;  Hall,  1984;  Holmes,  1983;  Ivy,  1987; 

Marchant,  1982;  Martin,  1980;  White,  1984). 

Recognized  instruments  used  to  assess  leadership  in 
libraries  included  the  Myers-Briacrs  Type  Indicator  (Webreck, 
1985),  Fiedler's  Least  Preferred  Co-Worker  Scale  (Mitchell, 
1987),  Stogdill's  Leader  Behavior  Description  Questionnaire 
(Andwood,  1984;  Gustafson,  1982;  Wolcott,  1984;  Young, 

1980),  Likert's  Profile  of  Organizational  Characteristics 
(Bengston  & Shields,  1985;  Marchant,  1970;  Marchant,  1982; 
Welmaker,  1984),  the  Job  Analysis  and  Interest  Measurement 
(Frankie,  1980) . 
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Individuals  featured  in  biographical  descriptions  of 
library  leaders  were  generally  considered  leaders  for  their 
accomplishments  rather  than  for  their  leadership  practices 
(Du  Mont,  1982;  Hogarth,  1987;  Holley,  1981). 

There  was  also  an  abundance  of  literature  on  the 
administrative  cost  of  employee  job  satisfaction  as  it 
related  to  both  employee  job  turnover  and  absenteeism. 

Actual  costs  for  replacing  employees  in  various  levels  of 
federal  positions,  in  managerial  positions  in  the  private 
sector,  and  in  sales  positions  were  documented  (American 
Management  Association,  1986;  Coleman,  1989;  Congress  of  the 
United  States,  1986;  Wakin,  1990) . 

The  literature  on  employee  job  satisfaction  and 
absenteeism  did  not  affix  an  actual  dollar  amount  to 
turnover  but  affirmed  that  indirect  administrative  costs  can 
be  reduced  through  a variety  of  programs  designed  to 
increase  employee  job  satisfaction  (Chapman,  1987;  Garcia, 
1987;  Rynberk,  1986).  The  literature  verified  that  employee 
job  satisfaction,  as  it  related  to  employee  turnover  and 
absenteeism,  was  a critical  factor  in  containing 
administrative  costs. 

There  was  no  relevant  literature  on  either  of  the  two 
published  instruments  used  in  this  study,  The  Leadership 
Practices  Inventory;  Other  (LPIO)  or  the  Survey  of 
Organizational  Climate  (SOC) . 
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Chapter  2 contains  a review  of  the  literature  relevant 
to  the  background  of  this  study.  This  literature  included 
literature  pertaining  to  leadership  in  libraries  subdivided 
into  four  categories:  management  tasks  of  library  leaders; 
tests  for  leadership  in  libraries;  problems  of  leadership  in 
libraries;  and  descriptions  of  library  leaders.  Chapter  2 
also  contained  a review  of  the  literature  pertaining  to  the 
administrative  costs  of  employee  job  satisfaction  as  it 
related  to  employee  job  turnover  and  absenteeism.  Chapter  3 
will  delineate  the  methodology  of  the  study. 


CHAPTER  3 


METHODOLOGY  OF  THE  STUDY 


Chapter  3 contains  a description  of  the  design  of  a 
study  which  could  be  significant  in  determining  the 
relationship  between  leadership  practices  and  employee  job 
satisfaction  in  academic  libraries  in  the  State  University 
System  (SUS)  of  Florida.  Employee  job  satisfaction  promotes 
high  productivity  and  is  therefore  profitable  in  business. 

In  service  industries,  productivity  is  more  difficult  to 
measure;  however,  employee  turnover  and  absenteeism  are 
measurable.  Employee  job  satisfaction  reduces  employee 
turnover  and  absenteeism,  and  thus  reduces  administrative 
costs  in  service  industries.  Whether  an  organization's  goal 
is  business  or  service,  employee  job  satisfaction  affects 
productivity  (Jaffe  & Ives,  1987) . 

This  chapter  contains  the  two  research  questions.  The 
chapter  also  contains  a description  of  the  population,  data 
collection  procedures,  and  data  analysis  procedures  used  to 
investigate  the  two  research  questions. 
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Research  Questions 

The  purpose  of  this  study  was  to  examine  the 
relationship  between  leadership  practices  and  employee  job 
satisfaction  in  the  libraries  of  the  State  University  System 
of  Florida  (SUS) . To  investigate  this  issue,  the  researcher 
gathered  data  on  employee  perception  of  leadership 
practices,  data  on  employee  job  satisfaction,  and  employee 
demographic  data  from  academic  librarians  in  the  libraries 
of  the  SUS.  The  study  was  designed  to  be  a census  survey 
where  data  were  collected  on  all  members  of  the  population 
(Johnson,  1977) . 

In  order  to  investigate  the  relationship  between 
leadership  practices  and  employee  job  satisfaction,  two 
research  questions  were  developed: 

1.  Is  there  a statistically  significant  relationship 
between  the  employees'  perception  of  their  managers' 
leadership  practices  and  the  employees'  job 
satisfaction? 

2.  Is  there  a statistically  significant  relationship 
between  the  employees'  job  satisfaction  and  the 
employees'  ethnicity,  gender,  age  group,  years  of 
service,  salary  range,  graduate  degrees,  library 
position  classification  in  the  SUS,  or  type  of  library 
work? 

Two  published  instruments  were  used  to  solicit  data  to 
answer  the  first  research  question.  One  instrument  was  the 
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Leadership  Practices  Inventory:  Other  (LPIO) , published  by 
James  M.  Kouzes  and  Barry  Z.  Posner  in  1988.  The  LPIO 
consists  of  30  descriptive  statements  about  various 
leadership  practices.  Test-takers  responded  on  a Likert 
scale  ranging  from  1 (I  rarely  engage  in  the  action  or 
behavior)  to  5 (I  very  frequently  engage  in  the  action  or 
behavior) . The  respondents  were  asked  to  transfer  their 
responses  to  a rating  sheet  attached  to  the  instrument. 

This  rating  sheet  sorted  answers  into  five  subunits  of 
leadership: 

Challenging  the  process,  which  is  the  leader's  ability 
to  challenge  and  to  seek  challenge; 

Inspiring  a shared  vision,  which  is  the  leader's 
ability  to  inspire  commitment  to  a shared  vision; 
Enabling  others  to  act,  which  is  the  leader's  ability 
to  encourage  collaboration  by  empowering  others; 
Modeling  the  way,  which  is  the  leader's  ability  to  be  a 
role  model; 

Encouraging  the  heart,  which  is  the  leader's  ability  to 
encourage  others  by  celebrating  accomplishments  (Kouzes 
& Posner,  1988a) . 

Reliability  and  construct  validity  for  the  LPIO  have 
not  been  firmly  established.  However,  the  authors  state 
that  the  instrument  "has  shown  sound  psychometric 
properties;  each  scale  is  internally  reliable"  (Kouzes  & 
Posner,  1988b,  p.  4).  There  was  little  literature  on  the 
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LPIO  other  than  that  written  by  the  authors  because  the  test 
was  published  in  1988.  University  Associates,  Inc., 
publisher  of  the  test,  granted  the  researcher  permission  to 
make  400  copies  of  the  LPIO  for  use  in  this  study. 

The  second  instrument  used  to  investigate  the  first 
research  question  was  the  Survey  of  Organizational  Climate 
(SOC) , developed  by  Alan  L.  Siegel  and  John  R.  Turney  for 
use  with  federal  employees.  Published  in  1980  by  the  United 
States  Office  of  Personnel  in  Manager's  Guide  to  Using  the 
Survey  of  Organizational  Climate,  the  SOC  consists  of  80 
descriptive  statements  about  various  aspects  of  job 
satisfaction.  Sixty-six  of  the  statements  require  the 
respondents  to  answer  on  a Likert  scale  ranging  from  1 
(strongly  disagree)  to  5 (strongly  agree) . The  remaining 
statements  are  also  scored  on  five-point  scales  with 
different  descriptors.  In  the  scoring,  these  statements 
sort  into  six  subunits  of  job  satisfaction: 

Organizational  characteristics; 

Supervisory  characteristics; 

Group  characteristics; 

Individual  characteristics; 

Job  characteristics; 

Work  outcome  (Siegel  & Turney,  1980) . 

Like  the  LPIO . reliability  and  construct  validity  for 
the  SOC  have  not  been  firmly  established.  However,  the 
instrument  has  been  used  widely  with  over  14,000  federal 
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employees  and  norms  have  been  established  within  that 
population  by  the  test's  authors,  Siegel  & Turney  (1980). 

As  a United  States  document,  the  SOC  is  in  the  public 
domain.  The  researcher  reproduced  copies  of  the  test  for 
the  study . 

Data  analysis  used  to  answer  Research  Question  1 
included  a report  of  the  means  and  frequency  distributions 
for  each  of  the  five  subunits  of  the  LPIO  and  each  of  the 
six  subunits  of  the  SOC . Correlation  coefficient  was  used 
to  determine  relationships  between  each  of  the  five  subunits 
of  the  LPIO  and  each  of  the  six  subunits  of  the  SOC.  The 
level  of  confidence  was  set  at  95%. 

The  Survey  of  Organizational  Climate  (SOC)  was  also 
used  for  the  second  research  question.  In  the  second 
research  question,  the  relationship  between  the  employees' 
job  satisfaction  and  the  employees'  ethnicity,  gender,  age 
group,  years  of  service,  salary  range,  graduate  degrees, 
library  position  classification  in  the  SUS,  or  type  of 
library  work  was  considered.  These  eight  demographic 
variables  were  incorporated  into  a demographic 
questionnaire,  the  third  and  only  unpublished  instrument  in 
the  study.  The  SOC  and  the  demographic  questionnaire  were 
used  to  solicit  data  to  answer  the  second  research  question. 

The  Survey  of  Organizational  Climate  (SOC)  has  been 
described  in  detail  in  the  discussion  of  first  research 
question.  The  demographic  questionnaire  was  a modified 
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version  of  the  Demographics  addendum  of  the  Manager's  Guide 
to  Using  the  Survey  of  Organizational  Climate  developed  by 
Alan  L.  Siegel  and  John  R.  Turney  (1980) . The  demographic 
questionnaire  was  used  to  gather  and  group  objective  data 
about  the  respondents. 

Data  analysis  used  to  answer  Research  Question  2 
included  a report  of  the  means  and  frequency  distribution 
for  each  of  the  six  subunits  of  the  SOC  and  each  of  the 
eight  areas  of  the  demographic  questionnaire.  Correlation 
coefficient  was  used  to  determine  relationships  between  each 
of  the  six  subunits  of  the  SOC  and  seven  of  the  eight 
variables  of  the  demographic  questionnaire.  T-tests  were 
used  to  determine  differences  or  relationships  between  each 
of  the  six  subunits  of  the  SOC  and  employees'  gender.  The 
level  of  confidence  was  set  at  95%. 

Threats  to  external  validity  in  this  study  were  minimal 
and  results  should  be  generalizable  to  libraries  in  public 
university  systems  similar  in  size  and  scope  to  the  State 
University  System  of  Florida.  Since  the  study  was  a single- 
observation census  survey,  no  threats  to  internal  validity 
are  posed  by  history,  maturation,  testing,  instrumentation, 
statistical  regression,  or  experimental  mortality  (Borg  & 
Gall,  1983) . 

Selection  factors  presented  threats  to  the  internal 
validity  of  this  study,  but  this  is  true  of  most  studies 
that  employ  non-randomized  samples.  The  choice  of  a census 
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survey  rather  than  a sample  population  reduced  these  threats 
to  some  degree  (Borg  & Gall,  1983)  . 

Population 

There  are  365  academic  librarians  employed  in  the  major 
libraries  of  the  nine  universities  of  the  State  University 
System  (SUS)  of  Florida  (American  Library  Directory.  1989) . 
The  population  for  this  study  was  all  of  these  academic 
librarians  except  the  nine  library  directors.  A census 
survey  of  this  population  was  used  to  determine  the 
relationship  between  leadership  practices  and  employee  job 
satisfaction  in  libraries  of  the  SUS. 

Permission  to  perform  the  study  was  requested  from  all 
nine  of  the  directors  of  these  libraries.  Not  all  of  the 
directors,  however,  granted  permission.  The  Director  of 
Libraries  at  the  largest  SUS  university  preferred  that  the 
librarians  at  the  main  library  not  be  included  in  the  study; 
however,  librarians  at  two  of  the  university's  satellite 
libraries  participated.  As  a result,  the  instruments  were 
sent  to  only  235  academic  librarians  in  the  SUS.  All 
participants  received  a full  explanation  of  the  study  in 
compliance  with  the  human  subjects  research  policies  of  the 
University  of  Florida.  Anonymity  was  assured  to  each 
participant . 
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Data  Collection  Procedures 

The  proposed  research  was  a study  of  the  relationship 
between  leadership  practices  and  employee  job  satisfaction. 
Participants  in  the  study  were  to  be  all  the  academic 
librarians  in  the  State  University  System  (SUS)  of  Florida 
except  the  nine  library  directors.  Each  participant  was 
sent  three  instruments  to  complete:  (a)  the  Leadership 

Practices  Inventory:  Other  (LPIO) ; (b)  the  Survey  of 
Organizational  Climate  (SOC) ; and  (c)  a demographic 
questionnaire.  The  researcher  looked  for  relationships 
between  each  of  the  five  subunits  of  the  LPIO  and  each  of 
the  six  the  subunits  of  the  SOC.  and  between  each  of  the  six 
subunits  of  the  SOC  and  each  of  the  eight  variables  of  the 
demographic  questionnaire.  Participants  were  anonymous; 
however,  their  responses  were  coded  and  grouped  by  library. 
The  libraries'  identifications  has  been  kept  confidential 
and  identified  by  letter  as  Library  A,  Library  B,  through 
Library  J. 

Participants  were  mailed  survey  instruments  with 
instructions  and  a cover  letter.  They  were  asked  to  return 
the  survey  instruments  within  two  weeks.  Follow-up  letters 
were  sent  after  two  weeks.  Two  weeks  later,  the  researcher 
placed  selective  follow-up  telephone  calls  to  directors  of 
the  three  libraries  which  showed  low  response  rates. 

Although  no  minimal  response  rate  was  established  in  the 
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proposal  for  the  study,  the  final  response  rate  of  70.8%  was 
deemed  acceptable. 


Data  Analysis  Procedures 

The  purpose  of  this  census  survey  was  to  look  at 
relationships  in  the  data  collected  on  leadership  practices 
and  employee  job  satisfaction  in  academic  libraries  of  the 
State  University  System  (SUS)  of  Florida.  First,  the 
researcher  considered  the  relationships  between  each  of  the 
five  subunits  of  the  Leadership  Practices  Inventory:  Other 
(LPIO)  and  each  of  the  six  subunits  of  the  Survey  of 
Organizational  Climate  (SOC) . Second,  the  researcher 
considered  the  relationships  between  each  of  the  six 
subunits  of  the  SOC  and  each  of  the  eight  variables  of  the 
demographic  guestionnaire . The  purpose  was  to  determine  the 
relationship  between  leadership  practices  and  employee  job 
satisfaction. 

The  researcher  employed  descriptive  statistics  and 
nonparametric  statistical  analysis  to  analyze  the  data. 

Means  and  frequency  distributions  were  used  to  describe  the 
data  in  each  of  the  five  subunits  of  the  LPIO.  in  each  of 
the  six  subunits  of  the  SOC.  and  in  each  of  the  eight 
variables  of  a demographic  questionnaire.  Pearson  product- 
moment,  analysis  of  variance,  and  the  Scheffe  procedure  were 
used  to  determine  relationships  between  each  of  the  five 
subunits  of  the  LPIO  and  each  of  the  six  subunits  of  the 
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subunits  of  the  LPIO  and  each  of  the  six  subunits  of  the 
SOC.  The  level  of  confidence  in  all  cases  was  set  at  95%. 

Responses  of  all  participants  were  coded.  Data  were 
analyzed  on  an  IBM  3090  mainframe  using  SPSS  release  4.1 
through  the  Florida  Northeast  Regional  Data  Center  under  the 
supervision  of  the  Department  of  Educational  Research  and 
the  Statistical  Consulting  Service  of  the  University  of 
North  Florida. 


Summary 

Chapter  3 contained  a delineation  of  the  design  of  a 
study  to  determine  the  relationship  between  leadership 
practices  and  employee  job  satisfaction  in  academic 
libraries  in  the  State  University  System  of  Florida.  The 
data  sought  in  this  study  were  to  have  provided  information 
presently  unavailable  regarding  perceived  leadership 
practices  and  employee  job  satisfaction  in  the  libraries  of 
the  State  University  System  (SUS)  of  Florida. 

The  chapter  contained  two  research  questions  plus  a 
description  of  population,  data  collection  procedures,  and 
data  analysis  procedures  which  were  used  to  investigate 
these  research  questions.  The  research  questions  were: 

1.  Is  there  a statistically  significant  relationship 
between  the  employees'  perception  of  their  managers' 
leadership  practices  and  the  employees'  job 
satisfaction? 
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2.  Is  there  a statistically  significant  relationship 
between  the  employees'  job  satisfaction  and  the 
employees'  ethnicity,  gender,  age  group,  years  of 
service,  salary  range,  graduate  degrees,  library 
position  classification  in  the  SUS,  or  type  of  library 
work? 

The  population  was  academic  librarians  in  the  State 
University  System  (SUS)  of  Florida.  Data  were  collected 
with  three  instruments:  (a)  the  Leadership  Practices 

Inventory:  Other  (LPIO) , (b)  the  Survey  of  Organizational 

Climate  (SOC) , and  (c)  a demographic  guestionnaire . 
Descriptive  statistics  and  nonparametric  statistical 
analysis  were  used  to  analyze  the  data. 

Chapter  4 contains  a description  and  discussion  of  the 
findings  of  the  research.  Chapter  5 contains  a summary  of 
the  research,  present  the  conclusions  of  the  research, 
discuss  the  implications  of  this  study,  and  make 
recommendations  for  further  research. 


CHAPTER  4 


RESULTS 

Introduction 

This  chapter  contains  the  results  of  a study  of  the 
relationship  between  perceived  leadership  practices  and 
employee  job  satisfaction  in  the  academic  libraries  of  the 
State  University  System  (SUS)  of  Florida.  To  investigate 
perceived  leadership  practices  and  employee  job 
satisfaction,  the  researcher  developed  two  research 
questions,  selected  three  survey  instruments,  and  collected 
data  from  the  academic  librarians  in  the  libraries  of  the 
SUS. 

The  two  research  questions  developed  were: 

1.  Is  there  a statistically  significant  relationship 
between  the  employees'  perception  of  their  managers' 
leadership  practices  and  the  employees'  job 
satisfaction? 

2.  Is  there  a statistically  significant  relationship 
between  the  employees'  job  satisfaction  and  the 
employees'  ethnicity,  gender,  age  group,  years  of 
service,  library  position  classification  in  the  SUS, 
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type  of  library  work,  salary  range,  or  graduate 
degrees? 

To  answer  the  research  questions,  a survey  was 
conducted  to  collect  data  from  the  librarians  at  the  nine 
universities  of  the  SUS.  The  survey  consisted  of  three 
instruments:  a)  a demographic  questionnaire;  b)  the 
Leadership  Practices  Inventory;  Other  (LPIO) ; and  c)  the 
Survey  of  Organizational  Climate  (SOC) . These  instruments 
were  sent  to  235  librarians  in  the  State  University  System 
(SUS)  of  Florida.  One  hundred  sixty-five  librarians 
completed  and  returned  usable  responses  for  a return  rate  of 
70.8%,  as  shown  in  Table  1. 

This  chapter  contains  the  results  of  the  survey.  The 
findings  include  the  demographic  information  about  the 
respondents  from  the  demographic  questionnaire;  descriptive 
data  from  the  Leadership  Practices  Inventory:  Other  (LPIO) 
and  the  Survey  of  Organizational  Climate  (SOC) ; and  an 
analysis  of  the  data  from  all  three  instruments.  The  two 
research  questions  will  then  be  answered  and  discussed  on 
the  basis  of  the  findings  of  the  study. 

Demographic  Information 

Librarians  in  the  nine  universities  of  the  State 
University  System  (SUS)  of  Florida  were  sent  three 
instruments  for  this  study.  One  of  these  was  a 
questionnaire  designed  to  gather  demographic  information 


59 


Table  1 

Response  Rate  of  the  Librarians  in  the  State  University 
System  (SUS)  of  Florida 


Percent 

Percent  of  Total 

Librarians  Responses  Responding  Response 


Library 

A 

13 

7 

53.8 

4.3 

Library 

B 

24 

17 

70.8 

10.4 

Library 

C 

29 

15 

51.7 

9.1 

Library 

D 

23 

17 

73.9 

10.4 

Library 

E 

18 

14 

77.7 

.9 

Library 

F 

16 

15 

93.7 

9.1 

Library 

G 

31 

25 

80.6 

15.2 

Library 

H 

43 

29 

67.4 

17.7 

Library 

J 

38 

26 

68.4 

15.9 

Total 

235 

165 

70.8% 

100.0 
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about  the  respondents.  This  demographic  questionnaire  was 
adapted  for  use  in  this  study  from  the  Demographics  addendum 
of  Manager's  Guide  to  Using  the  Survey  of  Organizational 
Climate.  This  publication  was  developed  by  Alan  L.  Siegel 
and  John  R.  Turney  (1980)  and  also  contains  the  Survey  of 
Organizational  Climate  (SOC) , another  instrument  used  in 
this  study.  The  demographic  questionnaire  was  used  to 
gather  data  about  the  participants  in  the  study  in  eight 
variables:  ethnicity,  gender,  age  group,  years  of  service, 
library  position  classification  in  the  State  University 
System  (SUS)  of  Florida,  type  of  library  work,  salary  range, 
and  graduate  degrees. 

The  majority  of  the  respondents  were  white  females 
between  35  and  55  years  of  age.  The  information  gathered 
from  the  demographic  data  indicates  that  84%  of  the 
librarians  who  responded  were  white.  One  respondent, 
representing  0.6%,  classified  himself  as  African-Jamaican. 
The  ethnic  data  are  presented  in  Table  2. 

With  regard  to  gender  and  age,  the  majority  of  the 
respondents,  70.6%,  were  female.  The  data  indicate  that 
none  of  the  respondents  were  under  25  years;  however,  4.3% 
were  65  or  older  (Table  3) . 

Two  of  the  items  on  the  demographic  questionnaire 
addressed  longevity.  These  items  included  years  of  service 
and  position  classification  in  the  State  University  System 
SUS)  of  Florida.  None  of  the  respondents  reported  less 
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Table  2 

Ethnicity  of  Librarians  in  the  State  University  System  fSUS) 
of  Florida 

Frequency  Percent 


African-American  9 5.5 

American  Indian  0 

Asian  7 4.3 

Hispanic  9 5.5 

White  137  84.o 

Other  1 .6 

Total  

163  100.0% 
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Table  3 

Gender  and  Age  of  the  Librarians  in  the  State  University 
System  (SUS)  of  Florida 


Frequency  Percent 


Gender 


Female 

Male 

Total 


113  71 

47  29 


160  100.0 


Under  25 

0 

.0 

25-34 

12 

7.3 

35-44 

59 

36.0 

45-54 

67 

40.9 

55-64 

19 

11.6 

65  or  older 

7 

4.3 

164  100.0% 


Total 


63 


than  one  year  of  employment  as  a librarian  since  receiving  a 
graduate  degree  in  library  science.  Seventy-three  percent 
of  the  respondents  had  between  10  and  30  years  of  library 
experience  since  graduating  from  library  school. 

Half  (50%)  of  the  librarians  who  responded  to  the 
survey  reported  their  position  classification  in  the  State 
University  System  (SUS)  of  Florida  as  University  Librarian, 
the  highest  rank  in  the  SUS.  Approximately  7%  of  the 
respondents  held  position  classifications  other  than 
Instructor  Librarian,  Assistant  University  Librarian, 
Associate  University  Librarian,  or  University  Librarian. 

The  other  position  classifications  included  Assistant 
Directors,  temporary  and  part-time  position  classifications, 
Assistants  in  Media  Services,  and  Associates  in  Media 
Services.  Table  4 shows  years  of  service,  and  library 
position  classification  in  the  State  University  System  (SUS) 
of  Florida. 

In  response  to  the  question  on  the  demographic 
questionnaire  which  dealt  with  type  of  library  work,  79%  of 
the  respondents  indicated  that  they  worked  exclusively  in  a 
public  service  department,  a technical  service  department, 
or  that  their  positions  were  administrative.  Eleven  percent 
of  the  librarians  described  themselves  as  being  in  positions 
that  combines  two  or  more  of  these  three  major  categories. 

An  additional  4.8%  categorized  their  work  as  other  than 
administrative,  technical  service,  public  service,  or  a 
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Table  4 

Years  of  Service  and  Library  Position  Classification  in  the 
State  University  System  (SUS)  of  Florida 

Frequency  Percent 


Years  of  Service 


1 year  or  less  0 .0 


Over 

1 

year 

fewer 

than 

5 

18 

11.0 

Over 

5 

years 

fewer 

than 

10 

22 

13.4 

Over 

10 

years 

fewer 

than 

15 

33 

20.1 

Over 

15 

years 

fewer 

than 

20 

42 

25.6 

Over 

20 

years 

fewer 

than 

30 

44 

26.8 

Over 

30 

years 

fewer 

than 

40 

4 

2.4 

Over 

40 

years 

1 

0.6 

Total 


164  100.0% 


Library  Position  Classification 


Instructor  Librarian 

8 

4.9 

Assistant  University 

Librarian 

23 

14.0 

Associate  University 

Librarian 

40 

24.4 

University  Librarian 

82 

50.0 

Other 

11 

6.7 

Total 


164  100.0% 
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combination  of  these.  The  additional  categories  included 
three  individuals  (1.8%)  who  were  systems  or  automation 
librarians,  two  media  librarians  (1.2%)  and  one  each  (.6%) 
who  was  a branch  librarian,  a collection  development 
librarian,  and  a special  projects  librarian.  These  data 
appear  in  Table  5. 

The  State  University  System  (SUS)  of  Florida  librarians 
reported  having  salaries  which  ranged  from  less  than 
$20,000.00  per  year  to  more  than  $60,000.00  per  year,  with  a 
mean  in  the  $30,000.00  to  $34,999.00  range  and  a mode  in  the 
$35,000.00  to  $39,999.00  range.  No  respondents  reported 
making  salaries  in  the  $55,000.00  to  $59,999.00  range.  One 
respondent  reported  making  an  annual  salary  in  excess  of 
$60,000.00.  Salary  ranges  for  librarians  in  the  State 
University  System  (SUS)  of  Florida  are  shown  in  Table  6. 

The  final  variable  on  the  demographic  questionnaire 
asked  respondents  to  list  their  graduate  degrees.  All 
librarians  in  the  survey  were  assumed  to  have  earned  the 
degree  of  Master  of  Library  Science  (M.L.S.)  or  its 
equivalent,  which  might  be  a Master  of  Science  in  Library 
Service  (M.S.L.S.)  or  a Master  of  Arts  in  Librarianship 
(M.A.).  Seventy  percent  of  the  respondents  reported  having 
no  other  graduate  degrees.  One  individual  held  four 
graduate  degrees  including  an  M.S.L.S.,  an  M . Ed . , an  A.M.D., 
and  a Ph.D.  Table  7 shows  the  categorization  by  degree. 
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Table  5 

Type  of  Library  Work  of  Librarians  in  the  State  University 
System  (SUS)  of  Florida 


Frequency  Percent 


Administrative  24 

Technical  service  36 

Public  service  70 

Administrative  with 

Public  service  10 

Technical  service  7 

Both  1 

Public  service  with 

Technical  service  7 

Other  (unspecified)  1 

Other  (unspecified)  8 


14.6 

22.0 

42.7 


6.1 

4.3 

0.6 


4.3 

0.6 


4.8 


164 


100.0% 


Total 
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Table  6 

Salary  Range  of  Librarians  in  the  State  University  System 
(SUS^  of  Florida 


Frequency  Percent 


Less  than 

$20,000 

per 

year 

3 

• 

00 

20,000 

to 

24,999 

per 

year 

16 

9.8 

25,000 

to 

29,999 

per 

year 

38 

23.2 

30,000 

to 

34 , 999 

per 

year 

39 

23.8 

35,000 

to 

39,999 

per 

year 

41 

25.0 

40,000 

to 

44 , 999 

per 

year 

19 

11.6 

45,000 

to 

49,999 

per 

year 

5 

3 . 0 

50,000 

to 

54,999 

per 

year 

2 

1.2 

55,000 

to 

59,999 

per 

year 

0 

. 0 

More  than 

60,000 

per 

year 

1 

0.6 

Total 


164 


100.0% 
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Table  7 

Graduate  Degrees  held  by  Librarians  in  the  State  University 
System  (SUS)  of  Florida 


Frequency  Percent 


Master's  in  Library  Science  only  114 
Additional  Master's  degree 


M.  A. 
M.B.A. 
M.  Ed. 
M.  S. 

Doctorate 

Ph.D. 

Ed.D. 

J.D. 

Other 

A.M.D. 


Total 


24 

2 

3 

3 


8 

4 

2 


3 


163 


69.9 


14.5 

1.2 

1.8 

1.8 


4.9 

2.5 

1.2 


1.8 


100.0% 
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From  the  data,  the  profile  of  the  average  respondent  to 
a study  of  the  relationship  between  perceived  leadership 
practices  and  employee  job  satisfaction  in  the  academic 
libraries  of  the  State  University  System  (SUS)  of  Florida 
can  be  described.  The  profile  is  of  a white  female  of  45-54 
years  of  age  who  works  in  a public  service  department  in  one 
of  the  libraries  of  the  SUS.  She  has  achieved  the  rank  of 
University  Librarian  in  the  SUS  with  between  20  and  30  years 
of  experience  as  a librarian.  The  woman  has  a degree  of 
Master  of  Library  Science  and  an  annual  salary  between 
$35,000.00  and  $40,000.00. 

Descriptive  Statistics 
Leadership  Practices  Inventory:  Other  (LPIO) 

The  instrument  used  in  this  study  to  assess  perceived 
leadership  practices  was  the  Leadership  Practices  Inventory: 
Other  (LPIO) . The  LPIO  is  one  of  two  parallel  parts  of  the 
Leadership  Practices  Inventory:  (LPI)  developed  by  James  M. 

Kouzes  and  Barry  Z.  Posner  (Kouzes  & Posner,  1988a).  There 
are  five  leadership  practices  which  Kouzes  and  Posner 
consider  common  practices  of  effective  leaders.  These 
leadership  practices  are 

Challenging  the  process 
Inspiring  a shared  vision 
Enabling  others  to  act 
Modeling  the  way 
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Encouraging  the  heart  (Kouzes  & Posner, 

1988a) . 

The  purpose  of  the  LPIO  is  to  gain  a description  of  a 
supervisor's  use  of  these  leadership  practices  from  the 
viewpoint  of  subordinates. 

The  LPIO  consists  of  a list  of  30  behaviors  or  actions. 
Actions  number  1,  6,  11,  16,  21,  and  26  describe  Challenging 
the  process:  actions  number  2,  7,  12,  17,  22,  and  27 
describe  Inspiring  a shared  vision:  actions  number  3,  8,  13, 
18,  23,  and  28  describe  Enabling  others  to  act;  actions 
number  4,  9,  14,  19,  24,  and  29  describe  Modeling 
the  wav;  and  actions  number  5,  10,  15,  20,  25,  and  30 
describe  Encouraging  the  heart. 

Respondents  describe  leaders'  behaviors  on  a five-point 
scale:  1 indicates  that  the  leader  engages  in  the  leadership 
practice  rarely . 2 indicates  that  the  leadership  practice 
engages  in  the  leadership  practice  once-in-a-while . 3 
indicates  that  leader  engages  in  the  leadership  practice 
sometimes . 4 indicates  that  the  leader  engages  in  the 
leadership  practice  fairly  often,  and  5 indicates  that  the 
leader  engages  in  the  leadership  practice  very  freguentlv. 

The  possible  score  for  any  1 of  the  30  actions  on  the 
LPIO  ranges  from  one  to  five.  The  possible  cumulative  score 
for  any  one  of  the  five  leadership  practices  ranges  from  6 


to  30. 
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Table  8 presents  the  findings  for  each  action 
classified  in  the  leadership  practice  of  Challenging  the 
process  in  this  study  of  the  relationship  between  perceived 
leadership  practices  and  employee  job  satisfaction  in  the 
academic  libraries  of  the  State  University  System  (SUS)  of 
Florida.  Cumulative  scores  for  the  leadership  practice  of 
Challenging  the  process  in  this  study  ranged  from  7 to  30. 
The  cumulative  mean  score  on  Challenging  the  process  was 
20.231  with  a cumulative  median  of  21  and  a cumulative  mode 
of  22.  The  standard  deviation  was  5.407.  Eleven 
individuals  rated  their  supervisors  at  a cumulative  score  of 
ten  or  below  indicating  that  those  supervisors'  rarely  or 
once-in-a-while  engaged  in  actions  of  the  leadership 
practice  of  Challenging  the  process.  Four  individuals  gave 
their  supervisors  cumulative  scores  of  30,  indicating  that 
their  supervisors  engaged  in  the  actions  classified  as 
Challenging  the  process  very  frequently.  There  were  160 
valid  responses  from  165  respondents. 

There  were  159  valid  responses  for  the  leadership 
practice  of  Inspiring  a shared  vision.  Findings  for  each  of 
these  actions  appear  in  Table  9.  Cumulative  scores  for  the 
leadership  practice  of  Inspiring  a shared  vision  ranged  from 
6 to  29.  The  cumulative  mean  score  on  this  leadership 
practice  was  18.566  with  a standard  deviation  of  5.774.  The 
cumulative  median  and  cumulative  mode  were  both  18.  Sixteen 
individuals  rated  their  supervisors  at  a cumulative  score  of 


to  the  Leadership  Practices  Inventory:  Other 
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ten  or  below,  and  no  respondents  gave  a supervisor  a 
cumulative  score  of  30,  the  highest  possible  score. 

Seventeen  individuals  rated  their  supervisors  at  a 
cumulative  score  of  ten  or  below  on  the  leadership  practice 
of  Enabling  others  to  act;  however,  six  individuals  awarded 
their  supervisors  a cumulative  score  of  30  in  this 
leadership  practice.  The  cumulative  scores  ranged  from  6 to 
30.  In  161  valid  responses,  the  cumulative  mean  score  on 
Enabling  others  to  act  was  20.379  with  a standard  deviation 
of  6.647.  The  cumulative  median  score  was  22.  The 
cumulative  mode  was  23.  Table  10  presents  the  findings  for 
each  action  of  this  leadership  practice. 

Table  11  shows  the  findings  for  each  action  on  the 
leadership  practice  of  Modeling  the  wav.  Cumulative  scores 
for  this  leadership  practice  ranged  from  6 to  30.  The 
cumulative  mean  score  on  Modeling  the  wav  was  19.821  with  a 
standard  deviation  of  5.372.  The  cumulative  median  score 
was  20.500  with  a cumulative  mode  of  21.  In  the  156  valid 
responses,  there  were  11  cumulative  scores  of  10  or  less  and 
3 cumulative  scores  of  30. 

Table  12  presents  the  findings  for  each  action  of  the 
leadership  practice  of  Encouraging  the  heart.  The 
cumulative  scores  ranged  from  6 to  30  in  159  valid 
responses.  The  cumulative  mean  score  was  20.000  with  a 
standard  deviation  of  6.331,  a cumulative  median  score  of 
22,  and  cumulative  mode  of  24.  Fourteen  individuals  rated 
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good  work  done  by  his  or  her  group  3.472  4 4 1.188  163 
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their  supervisors  at  a cumulative  score  of  10  or  below  on 
Encouraging  the  heart  while  10  gave  their  supervisors  a 
cumulative  score  of  30. 

There  was  little  variation  in  the  responses  to  the 
Leadership  Practices  Inventory:  Other  (LPIO)  in  four  of  the 
five  leadership  practices.  Cumulative  mean  scores  for  four 
of  the  leadership  practices: 

Challenging  the  process 
Enabling  others  to  act 
Modeling  the  way 

Encouraging  the  heart  (Kouzes  & Posner, 

1988a) 

ranged  from  19.821  to  20.379;  cumulative  median  scores 
ranged  from  20.5  to  22;  and  cumulative  mode  scores  ranged 
from  21  to  24.  The  exception  was  Inspiring  a shared  vision. 

In  the  leadership  practice  of  Inspiring  a shared 
vision,  respondents  indicated  that  they  were  least  satisfied 
with  their  leaders'  behavior.  This  leadership  practice 
garnered  the  lowest  cumulative  mean  score  at  18.566,  the 
lowest  cumulative  medium  at  18,  and  lowest  cumulative  mode 
score  also,  at  18. 

Responses  to  the  leadership  practice  of  Encouraging  the 
heart  were  slightly  irregular.  The  responses  to  this 
leadership  practice  showed  more  diversity  than  the  other  4 
leadership  practices  with  10  respondents  rating  their 
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supervisors  at  30,  the  highest  possible  score  for  any  of  the 
rating  their  supervisors  at  a score  of  10  or  less. 

Survey  of  Organizational  Climate  (SOC) 

The  instrument  used  to  assess  job  satisfaction  in  this 
study  was  the  Survey  of  Organizational  Climate  (SOC) . The 
SOC  was  developed  by  Alan  L.  Siegel  and  John  R.  Turney  for 
use  with  federal  employees.  It  was  published  in  1980  by  the 
United  States  Office  of  Personnel  in  Manager's  Guide  to 
Usincf  the  Survey  of  Organizational  Climate  (Siegel  & Turney, 
1980)  . 

The  SOC  consists  of  66  statements  about  various  aspects 
of  job  satisfaction.  Respondents  describe  their  levels  of 
job  satisfaction  on  a five-point  scale  indicating  whether  or 
not  the  respondent  strongly  disagrees  with  the  statement, 
disagrees  with  the  statement,  is  undecided  about  the 
statement,  agrees  with  the  statement,  or  strongly  agrees 
with  the  statement.  The  SOC  also  has  14  questions  which  are 
answered  on  various  other  five-point  scales. 

When  the  scores  on  the  80  statements  and  questions  are 
computed,  the  results  fall  into  6 categories  or  subunits  of 
job  satisfaction: 

Organizational  characteristics 
Supervisory  characteristics 
Group  characteristics 
Individual  characteristics 
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Job  characteristics 

Work  outcome  (Siegel  & Turney,  1980) . 

Fourteen  statements  or  questions  on  the  SOC  address 
Organizational  characteristics.  27  address  Supervisory 
characteristics . 9 address  Group  characteristics.  6 address 
Individual  characteristics.  15  address  Job  characteristics, 
and  9 address  Work  outcome . The  possible  score  for  any  of 
the  statements  or  questions  on  the  SOC  ranges  from  one  to 
five.  The  possible  cumulative  score  for  any  of  the 
categories  ranges  from  a low  of  6 on  Individual 
characteristics  to  a high  of  170  on  Supervisory 
characteristics . 

Table  13  presents  the  findings  for  each  of  the  14 
questions  and  statements  in  the  category  of  Organizational 
characteristics  in  this  study  of  the  relationship  between 
perceived  leadership  practices  and  employee  job 
satisfaction.  Cumulative  scores  for  Organizational 
characteristics  in  this  study  ranged  from  19  to  74.  The 
cumulative  mean  score  on  Organizational  characteristics  was 
46.190  with  a cumulative  median  of  46  and  a cumulative  mode 
of  33.  The  standard  deviation  was  12.535.  There  were  158 
valid  responses  in  this  category. 

The  cumulative  scores  on  the  27  statements  and 
questions  pertaining  to  Supervisory  characteristics  ranged 
from  47  to  133.  In  105  valid  responses,  the  cumulative  mean 
score  on  Supervisory  characteristics  was  99.514  with  a 
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standard  deviation  of  19.615.  The  relatively  low  figure  of 
105  valid  responses  reflects  two  questions  which  apply  only 
to  respondents  who  are  themselves  supervisors.  The 
cumulative  median  score  was  102.  The  cumulative  mode  was 
98.  Table  14  presents  the  findings  for  each  of  the 
statements  and  questions  of  this  category  of  job 
satisfaction. 

There  were  155  valid  responses  for  the  category  of  job 
satisfaction  which  described  Group  characteristics.  In  this 
category,  there  were  nine  statements  and  questions. 

Findings  for  each  of  these  statements  and  questions  appear 
in  Table  15.  Cumulative  scores  for  Group  characteristics 
ranged  from  13  to  45.  The  cumulative  mean  score  on  this 
leadership  practice  was  29.716  with  a standard  deviation  of 
6.930.  The  cumulative  median  was  29  and  cumulative  mode  was 
28 . 

Table  16  shows  the  findings  for  each  of  the  six 
statements  and  questions  on  Individual  characteristics. 
Cumulative  scores  for  Individual  characteristics  ranged  from 
8 to  25.  The  cumulative  mean  score  was  14.628  with  a 
standard  deviation  of  3.721.  The  cumulative  median  score 
was  14  with  a cumulative  mode  of  10  in  the  156  valid 
responses . 

Table  17  shows  the  findings  for  each  of  the  15 
statements  and  questions  in  the  category  of  job  satisfaction 
related  to  Job  characteristics.  Cumulative  scores  for  the 
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category,  Job  characteristics,  ranged  from  32  to  75.  The 
cumulative  mean  score  was  56.688  with  a standard  deviation 
of  9.447.  The  cumulative  median  score  was  57  with  a 
cumulative  mode  of  49.  There  were  157  valid  responses. 

There  were  nine  statements  and  guestions  that  addressed 
Work  outcome,  as  shown  in  Table  18.  Cumulative  scores  for 
this  category  ranged  from  24  to  41  with  a cumulative  mean 
score  of  32.791.  The  standard  deviation  was  3.732.  Thirty- 
four  was  the  cumulative  mode  and  33  was  the  cumulative 
median  in  153  valid  responses. 

Consistent  with  the  responses  to  the  Leadership 
Practices  Inventory:  Other  (LPIO) , responses  in  each  of  the 
six  subunits  of  the  Survey  of  Organizational  Climate  (SOC) 
showed  little  variation.  The  six  subunits  of  the  SOC  are 
Organizational  characteristics 
Supervisory  characteristics 
Group  characteristics 
Individual  characteristics 
Job  characteristics 

Work  outcome  (Siegel  & Turney,  1980) . 

Of  these,  only  responses  to  items  addressing  Individual 
characteristics  differed.  Cumulative  mean  scores  for  the 
others  categories,  when  averaged  by  the  number  of 
respondents,  ranged  from  3.299  to  3.779.  Averaged  by  the 
number  of  respondents,  the  cumulative  mean  score  for 
Individual  characteristics  was  2.438. 
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Research  Questions 

To  examine  the  relationship  between  perceived 
leadership  practices  and  employee  job  satisfaction  in  the 
academic  libraries  of  the  State  University  System  (SUS)  of 
Florida,  two  research  questions  developed  were 

1.  Is  there  a statistically  significant  relationship 
between  the  employees'  perception  of  their 
managers'  leadership  practices  and  the  employees' 
job  satisfaction? 

2.  Is  there  a statistically  significant  relationship 
between  the  employees'  job  satisfaction  and  the 
employees'  ethnicity,  gender,  age  group,  years  of 
service,  library  position  classification  in  the 
SUS,  type  of  library  work,  salary  range,  or 
graduate  degrees? 

Responses  of  all  participants  were  coded.  Data  were 
analyzed  on  an  IBM  3090  mainframe  using  SPSS  release  4.1 
through  the  Florida  Northeast  Regional  Data  Center.  Data 
analysis  was  effected  with  assistance  from  faculty  members 
in  the  Department  of  Educational  Research  and  the 
Statistical  Consulting  Service  of  the  University  of  North 
Florida . 

Research  Question  1 

The  first  research  question  sought  to  examine  the 
relationship  between  perceived  leadership  practices  and  the 
employees'  job  satisfaction.  To  answer  the  question 
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required  an  analysis  of  the  data  on  the  Leadership  Practices 
Inventory;  Other  (LPIO)  and  the  Survey  of  Organizational 
Climate  (SOC) . The  data  analysis  procedure  used  for  this 
was  Pearson  product-moment  correlation  coefficient.  It  was 
used  to  determine  relationships  between  the  data  collected 
in  each  of  the  five  subunits  of  the  LPIO  and  in  each  of  the 
six  subunits  of  the  SOC.  Subunits  of  the  LPIO  were 

Challenging  the  process 
Inspiring  a shared  vision 
Enabling  others  to  act 
Modeling  the  way 

Encouraging  the  heart  (Kouzes  & Posner, 

1988a) . 

Subunits  of  the  SOC  were 

Organizational  characteristics 
Supervisory  characteristics 
Group  characteristics 
Individual  characteristics 
Job  characteristics 

Work  outcome  (Siegel  & Turney,  1980) . 

Although  all  correlation  coefficients  may  have  some 
meaning  in  exploratory  research,  for  purposes  of  this  study, 
a correlation  coefficient  of  .85  or  greater  was  considered 
the  indication  of  a strong  relationship.  Correlation 
coefficients  less  than  .85  but  greater  than  .65  were 
considered  meaningful  relationships.  Correlation 
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coefficients  less  than  .65  but  greater  than  .35  were 
considered  less  meaningful  relationships.  Correlation 
coefficients  less  than  .35  but  greater  than  .20  were 
considered  weak  relationships.  Correlation  coefficients 
below  .20  were  considered  extremely  weak  (Borg  & Gall, 

1983) . 

There  were  30  combinations  of  the  subunits  of  the  LPIO 
and  the  subunits  of  the  SOC . Testing  with  the  Pearson 
product-moment  correlation  coefficient  indicated  25 
significant  correlations  at  the  0.05  level  (see  table  19). 

Of  these,  no  correlation  coefficients  were  .85  or  greater, 
which  would  have  indicated  a strong  relationship  between 
subunits.  Five  of  the  permutations  of  the  subunits  of  the 
LPIO  and  SOC  yielded  correlation  coefficients  that  were 
between  .65  and  .85.  These  were  considered  meaningful.  The 
subunit  matches  with  meaningful  relationships  were  Enabling 
others  to  act  and  Organizational  characteristics  (.6884), 
Inspiring  a shared  vision  and  Supervisory  characteristics 
(.7784),  Enabling  others  to  act  and  Supervisory 
characteristics  (.7952),  Modeling  the  wav  and  Supervisory 
characteristics  (.8215),  and  Encouraging  the  heart  and 
Supervisory  characteristics  (.7253). 

Seventeen  permutations  bore  correlation  coefficients 
that  were  less  than  .65  but  greater  than  .35  and  thus 
considered  less  meaningful  relationships.  Three  of  these 
were  between  the  LPIO  subunit  Challenging  the  process  and 
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the  SOC  subunits  Organizational  characteristics  (.5209), 
Supervisory  characteristics  (.6175),  and  Group 
characteristics  (.3799).  Four  were  between  the  LPIO  subunit 
Inspiring  a shared  vision  and  the  SOC  subunits  of 
Organizational  characteristics  (.5775),  Group 
characteristics  (.4606),  Job  characteristics  (.3770),  and 
Work  outcome  (.4405).  Three  others  were  between  the  LPIO 
subunit  Enabling  others  to  act  and  the  SOC  subunits  of  Group 
characteristics  (.5408),  Job  characteristics  (.5444),  and 
Work  outcome  (.4356).  Four  were  between  LPIO  subunit 
Modeling  the  wav  and  the  SOC  subunits  of  Organizational 
characteristics  (.6187),  Group  characteristics  (.4729),  Job 
characteristics  (.3985),  and  Work  outcome  (.3690).  The 
final  three  were  between  the  LPIO  subunit  Encouraging  the 
heart  and  the  SOC  subunits  of  Organizational  characteristics 
(.5067),  Group  characteristics  (.4434),  and  Job 
characteristics  (.4306). 

Three  of  the  permutations  of  the  subunits  of  the  LPIO 
and  the  SOC  had  correlation  coefficients  that  were  less  than 
.35  but  greater  than  .20  and  considered  weak  relationships. 
These  were  the  LPIO  subunit  Challenging  the  process  with  the 
SOC  subunits  Job  characteristics  (.2904)  and  Work  outcome 
(.3408)  as  well  as  the  LPIO  subunit  Encouraging  the  heart 
with  the  SOC  subunit  Work  outcome  (.3190). 

It  is  important  to  note  that  all  five  of  the 
permutations  of  the  subunits  of  the  LPIO  and  Individual 
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characteristics  failed  to  achieve  significance  at  the  0.05 
level  and  yielded  correlations  coefficients  that  were  less 
than  .15.  As  a group  these  low  correlation  coefficients  for 
the  single  category,  Individual  characteristics,  were 
considered  noteworthy. 

The  results  of  analysis  of  the  data  on  the  Leadership 

Practices  Inventory:  Other  (LPIO)  and  the  Survey  of 

Organizational  Climate  (SOC) , which  appear  in  Table  19, 

. . 

answer  Research  Question  1.  The  results  indicated  no  strong 
relationship  between  employees'  perception  of  their 
managers'  leadership  practices  and  the  employees'  job 
satisfaction  in  this  study.  Five  of  the  permutations  of  the 
subunits  of  the  Leadership  Practices  Inventory:  Other  (LPIO) 
and  the  Survey  of  Organizational  Climate  (SOC)  generated 
correlation  coefficients  that  were  statistically  significant 
and  five  others  produced  correlation  coefficients  that  were 
noteworthy  because  they  were  below  .20.  The  remaining  20 
permutations  yielded  significant  correlation  coefficients  of 
managers'  leadership  practices  and  the  employees'  job 
satisfaction  that  were  considered  as  weak  for  purposes  of 
this  study. 

Research  Question  2 

The  purpose  of  the  second  research  question  was  to 
examine  the  relationship  between  employees'  job  satisfaction 
and  employees'  ethnicity,  gender,  age  group,  years  of 
service,  library  position  classification  in  the  SUS,  type  of 


Correlation  Coefficients  of  Subunits  of  the  Leadership  Practices  Inventory  and  the 
Survey  of  Organizational  Climate 
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library  work,  salary  range,  or  graduate  degrees.  To  answer 
the  question  required  an  analysis  of  the  data  on  the  Survey 
of  Organizational  Climate  (SOC)  and  a demographic 
questionnaire  adapted  for  use  in  this  study. 

There  were  eight  variables  on  the  demographic 
questionnaire.  Assessing  these  with  the  six  subunits  of  the 
SOC  generated  48  permutations.  Of  these,  42  were  analyzed 
with  analysis  of  variance  and  the  Scheffe  procedure. 

T-tests  were  used  with  the  remaining  six  to  examine 
differences  in  the  two  categories  of  gender  and  the  six 
subunits  of  the  SOC . 

One-way  analysis  of  variance  showed  eight  significant 
F-ratios  with  probabilities  lower  than  the  specified  0.05 
alpha  level.  Three  of  these  were  in  years  of  service  and 
the  subunits  of  the  SOC  pertaining  to  Organizational 
characteristics  (.0115),  Job  Characteristics  (.0002),  and 
Work  outcome  (.0011) . The  other  five  F-ratios  with 
probabilities  less  than  the  0.05  level  were  in  position 
classification  and  subunits  of  the  SOC  pertaining  to 
Organizational  characteristics  (.0058),  Supervisory 
characteristics  (.0064),  Group  characteristics  (.0045),  Job 
characteristics  (.0422),  and  Work  outcome  (.0019).  These 
data  are  found  in  Table  20. 

The  Scheffe  procedure  was  then  used  to  determine  which 
differences  between  groups  were  statistically  significant. 
Differences  within  four  groups  were  identified  as 
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Table  20 

F PROBABILITY  OF  THE  SUBUNITS  OF  THE  SURVEY  OF 
ORGANIZATIONAL  CLIMATE  AND  VARIABLES  ON  THE  DEMOGRAPHIC 
QUESTIONNAIRE 


Standard 

n=  Mean  Deviation  F Ratio  FProb. 


Organizational 


Ethnicity 

157 

20.8535 

6.3061 

.9650 

.4109 

Age  Group 

159 

20.8302 

6.2947 

.7864 

.5356 

Years  of  Service 

159 

20.8302 

6.2947 

2.8589 

. 0115* 

Position  Class 

159 

20.8302 

6 .2947 

3.7792 

.0058* 

Type  of  Work 

134 

20.9776 

6.3630 

2.6404 

.0522 

Salary  Range 

159 

20.8302 

6.2947 

1.8418 

.0735 

Graduate  Degrees 

158 

20.8165 

6.3123 

.9322 

.4619 

Supervisory 


Ethnicity 

145 

95 . 5862 

19 . 8741 

. 1139 

.9519 

Age  Group 

147 

95.4966 

19.8644 

. 5625 

. 6903 

Years  of  Service 

147 

95.4966 

19.8644 

2.2373 

. 0538 

Position  Class 

147 

95.4966 

19 .8644 

3.7372 

. 0064* 

Type  of  Work 

124 

96.2016 

19.3290 

1.1593 

.3283 

Salary  Range 

147 

95.4966 

19.8644 

.5786 

.7724 

Graduate  Degrees 

147 

95.4966 

19.8644 

. 5722 

.7212 

Group 


Ethnicity 

152 

29 . 6579 

5.2829 

.2677 

.8486 

Age  Group 

154 

29.6104 

5.2646 

. 1581 

.9591 

Years  of  Service 

154 

29.6104 

5.2646 

1.4240 

.2091 

Position  Class 

154 

29 . 6104 

5.2646 

3.9467 

. 0045* 

Type  of  Work 

131 

29.4809 

5.1416 

2 .6112 

.0543 

Salary  Range 

154 

29.6104 

5.2646 

.8672 

.5458 

Graduate  Degrees 

154 

29.6104 

5.2646 

1.3936 

.2299 
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Table  20  (continued) 


Standard 

n= 

Mean 

Deviation 

F Ratio  F Prob. 

Individual 


Ethnicity 

154 

14 . 6688 

3.7278 

1.6241 

. 1862 

Age  Group 

156 

14 . 6282 

3.7213 

.5537 

. 6966 

Years  of  Service 

156 

14 . 6282 

3 .7213 

1.0275 

.4036 

Position  Class 

156 

14 . 6282 

3.7213 

.4094 

.8016 

Type  of  Work 

132 

14 . 6667 

3 . 5868 

.8310 

.4791 

Salary  Range 

156 

14.6282 

3.7213 

.7032 

. 6693 

Graduate  Degrees 

155 

14 . 6129 

3.7284 

1.4723 

.2022 

Job 

Ethnicity 

155 

56.6516 

9 .4646 

. 6172 

. 6049 

Age  Group 

156 

56.6218 

9 .4414 

. 4566 

.7675 

Years  of  Service 

156 

56.6218 

9 .4414 

4 .8221 

.0002* 

Position  Class 

156 

56.6218 

9 .4414 

2 . 5396 

. 0422* 

Type  of  Work 

132 

56.3788 

9.6918 

1.2617 

.2904 

Salary  Range 

156 

56.6218 

9 . 4414 

1.3666 

.2158 

Graduate  Degrees 

156 

56.6218 

9 . 4414 

.3282 

.8954 

Work  Outcome 

Ethnicity 

150 

32.8000 

3.7435 

. 9644 

.4114 

Age  Group 

152 

32.7763 

3.7402 

1.9846 

.0998 

Years  of  Service 

152 

32 . 7763 

3 . 7402 

3 .9508 

.0011* 

Position  Class 

152 

32 . 7763 

3.7402 

4.4745 

.0019* 

Type  of  Work 

128 

32 . 5156 

3.7793 

2 . 6741 

.0502 

Salary  Range 

152 

32.7763 

3.7402 

1.6341 

. 1201 

Graduate  Degrees 

151 

32.7815 

3.7521 

.4368 

.8223 

* 


p < 0.05 
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significant  at  the  0.05  level.  Specifically,  in  position 
classification  and  Organizational  characteristics,  there 
were  significant  differences  between  both  Associate 
University  Librarians  (mean  = 18.8421)  and  University 
Librarians  (mean  = 20.7000)  and  the  librarians  who  held 
other  position  classifications  (mean  = 26.8182).  The  other 
position  classifications  included  Assistant  Directors, 
temporary  and  part-time  position  classifications.  Assistants 
in  Media  Services,  and  Associates  in  Media  Services.  No 
post  hoc  differences  were  noted  for  Organizational 
characteristics  and  years  of  service. 

There  were  significant  differences  between  Associate 
University  Librarians  (mean  = 27.4359)  and  those  in  the 
Other  position  classification  (mean  = 33.9000)  in  the  areas 
of  Group  characteristics.  There  were  also  significant 
differences  between  Associate  University  Librarians  (mean  = 
30.7429)  and  both  University  Librarians  (mean  = 33.3418)  and 
those  who  held  positions  in  the  other  position 
classification  (mean  = 35.0909)  in  Work  outcome.  No  post 
hoc  differences  were  noted  between  Work  outcome  and  years  of 
service . 

In  the  permutation  that  figured  years  of  service  and 
Job  characteristics,  respondents  who  had  between  30  and  39 
years  of  service  (mean  = 42.7500)  were  found  to  be  less 
satisfied  with  Job  characteristics  of  their  work  then 


respondents  who  had  between  1 and  4 years  of  service  (mean  = 
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60.9444).  No  post  hoc  differences  were  noted  for  Job 
characteristics  by  position  classification.  Finally,  no 
post  hoc  differences  were  noted  for  Supervisory 
characteristics  by  years  of  service.  These  data  are  shown 
in  Table  21. 

As  stated  earlier,  t-tests  for  independent  samples  were 
used  to  examine  gender  differences  in  the  responses  to  the 
six  subunits  of  the  SOC . There  was  one  statistically 
significant  difference  at  the  0.025  level  between  employees' 
job  satisfaction  and  employees'  gender  in  the  subunit  of 
Work  outcome  (Table  22). 

'The  answer  to  Research  Question  2 is  that  employees' 
job  satisfaction  does  not  differ  significantly  with  the 
employees'  ethnicity,  age  group,  type  of  library 
work,  salary  range,  or  graduate  degrees.  In  this  study, 
there  were,  however,  significant  differences  in  employees' 
job  satisfaction  between  library  position  classifications  in 
the  SUS,  years  of  service,  and  gender. 
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Table  21 

SCHEFFE  TEST  AND  SUBUNITS  OF  THE  SURVEY  OF  ORGANIZATIONAL 
CLIMATE  AND  VARIABLES  ON  THE  DEMOGRAPHIC  QUESTIONNAIRE 


Organization  and  Position 

Instr.  Asst.  Assoc.  Univ.  Other 

Mean  Position 
21.3750  Instructor 
21.5455  Assistant 
18.8421  Associate 

20.7000  University 

26.8182  Other  * * 

Group  and  Position 

Instr.  Asst.  Assoc.  Univ.  Other 

Mean  Position 
30.8750  Instructor 

30.7000  Assistant 
27.4359  Associate 
29.7403  University 

33.9000  Other  * 

Work  outcome  and  Position 


Instr.  Asst.  Assoc.  Univ.  Other 

Mean  Position 
33.0000  Instructor 
32.7500  Assistant 
30.7429  Associate 

33.3418  University  * 

35.0909  Other  * 

Job  and  Years  of  service 


Mean 

60.9444 

51.5211 

55.0625 

57 . 0000 
58 .8333 
42.7500 

75.0000 


Years 

1-4  years 
5-9  years 
10-14  years 
15-19  years 
20-29  years 
30-39  years 
> 40  years 


5-10  10-14  15-19  20-29 


30-39 


* 


>40 


* = p < 0. 05 
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Table  22 

T-Tests  for  Independent  Samples  of  Gender  and  the  Survey  of 
Organizational  Climate  (SOC) 


Pooled  Variance  Estimate 


Mean 


Standard 

Deviation 


t 

Value 


Degree 

of 

Freedom 


2-Tail 

Prob. 


Female 

n=108 

20.9630 

6.348 

Male 

n=  47 

20.6596 

6.172 

. 28 

153 

.783 

Supervisory 
Female  n=103 

95.5825 

19.787 

Male 

n=  4 0 

95.5750 

20.657 

. 00 

141 

.998 

Group 

Female 

n=106 

29.9717 

5.233 

Male 

n=  4 4 

28 . 8636 

5 .398 

1.17 

148 

.244 

Individual 

Female 

n=107 

14 .7944 

3 .880 

Male 

n=  4 6 

14 .2826 

3 .364 

. 78 

151 

.438 

Job 

Female 

n=108 

56.9537 

8.757 

Male 

n=  44 

55.8864 

11.054 

. 63 

150 

.530 

Work  Outcome 

Female 

n=103 

33.3107 

3 . 589 

Male 

n=  4 5 

31.6667 

3.971 

2.48 

146 

.014* 

* t < 0.025 
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Summary 

This  chapter  has  presented  the  results  of  a study  of 
the  relationship  between  perceived  leadership  practices  and 
employee  job  satisfaction  in  the  academic  libraries  of  the 
State  University  System  (SUS)  of  Florida.  The  findings 
included  demographic  information  about  the  165  respondents 
to  the  survey  obtained  from  a demographic  questionnaire; 
descriptive  statistics  pertaining  to  the  two  other 
instruments  used  in  the  study,  the  Leadership  Practices 
Inventory:  Other  (LPIO)  and  the  Survey  of  Organizational 
Climate  (SOC);  and  answers  to  the  study's  two  research 
questions . 

The  two  research  questions  that  were  developed  to 
investigate  the  relationship  between  perceived  leadership 
practices  and  employee  job  satisfaction  were  answered  based 
on  the  findings.  In  answer  to  Research  Question  1,  the 
findings  indicated  that  employees'  perceptions  of  their 
managers'  leadership  practices  were  meaningfully  related  to 
five  of  the  permutations  of  the  LPIO  and  the  SOC.  Five 
other  correlation  coefficients  were  noteworthy  because  they 
were  below  .20.  The  remaining  20  permutations  had 
correlation  coefficients  that  were  less  meaningful  or  weak. 
There  were  no  strong  correlations  between  perceived 
leadership  practices  and  employees'  job  satisfaction. 

In  answer  to  Research  Question  2,  the  findings 
indicated  that  there  were  statistically  significant 
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differences  between  employees'  job  satisfaction  and  library 
position  classification  in  the  SUS,  between  employees'  job 
satisfaction  and  years  of  service,  and  between  employees' 
job  satisfaction  and  gender.  Employees'  job  satisfaction 
did  not,  however,  differ  significantly  with  the  employees' 
ethnicity,  age  group,  type  of  library  work,  salary  range,  or 
graduate  degrees. 


CHAPTER  5 


CONCLUSION,  IMPLICATIONS,  AND  RECOMMENDATIONS 
Summary  of  Research 

This  chapter  contains  the  conclusions,  implications, 
and  recommendations  that  resulted  from  a study  of  the 
relationship  between  perceived  leadership  practices  and 
employee  job  satisfaction  in  the  academic  libraries  of  the 
State  University  System  (SUS)  of  Florida.  The  purpose  of 
this  study  was  to  examine  the  relationship  between 
leadership  practices  and  employee  job  satisfaction  in  the 
libraries  of  the  State  University  System  of  Florida  (SUS) . 
The  study  sought  answers  to  two  research  questions: 

1.  Is  there  a statistically  significant  difference 
between  the  employees'  perception  of  their 
managers'  leadership  practices  and  the  employees' 
job  satisfaction? 

2.  Is  there  a statistically  significant  difference 
between  the  employees'  job  satisfaction  and  the 
employees'  ethnicity,  gender,  age  group,  years  of 
service,  salary  range,  graduate  degrees,  library 
position  classification  in  the  SUS,  or  type  of 
library  work? 


Ill 
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To  accomplish  the  purpose  of  this  study  and  to  answer 
the  research  questions,  a survey  was  conducted  in  which  the 
academic  librarians  employed  in  the  major  libraries  of  the 
nine  universities  of  the  SUS  were  sent  three  instruments  to 
complete.  The  three  instruments  were:  a)  the  Leadership 
Practices  Inventory;  Other  (LPIO) ; b)  the  Survey  of 
Organizational  Climate  (SOC) ; and  c)  a demographic 
questionnaire . 

The  LPIO  has  five  subunits:  challenging  the  process; 
inspiring  a shared  vision;  enabling  others  to  act;  modeling 
the  way;  and  encouraging  the  heart  (Kouzes  & Posner,  1988a) . 
The  SOC  has  six  subunits:  organizational  characteristics; 
supervisory  characteristics;  group  characteristics; 
individual  characteristics;  job  characteristics;  and  work 
outcome  (Siegel  & Turney,  1980).  The  demographic 
questionnaire  had  eight  variables:  ethnicity,  gender,  age 
group,  years  of  service,  library  position  classification  in 
the  SUS,  type  of  library  work,  salary  range,  and  graduate 
degrees . 

Of  the  235  academic  librarians  to  whom  the  instruments 
were  sent,  165  (70%)  responded.  The  study  focused  on  two 
sets  of  relationships.  The  first  was  the  relationship 
between  each  of  the  five  subunits  of  the  Leadership 
Practices  Inventory:  Other  (LPIO)  and  each  of  the  six 
subunits  of  the  Survey  of  Organizational  Climate  (SOC)  to 
identify  correlations  between  perceived  leadership  practices 
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and  employee  job  satisfaction.  The  second  set  of 
relationships  was  the  relationship  between  each  of  the  six 
subunits  of  the  SOC  and  each  of  the  eight  variables  of  the 
demographic  questionnaire  to  identify  correlations  between 
employee  job  satisfaction  and  demographic  variables. 

The  findings  included  the  demographic  information  about 
the  respondents  from  the  demographic  questionnaire; 
descriptive  statistics  from  the  Leadership  Practices 
Inventory:  Other  (LPIO)  and  the  Survey  of  Organizational 
Climate  (SOC) ; and  an  analysis  of  the  data  from  all  three 
instruments.  The  two  research  questions  were  then  answered 
and  discussed  on  the  basis  of  the  findings  of  the  study. 

In  answer  to  Research  Question  1,  the  results  of  this 
study  indicated  no  strong  statistical  relationships  between 
employees'  perception  of  their  managers'  leadership 
practices  and  the  employees'  job  satisfaction.  There  were, 
however,  5 permutations  of  the  subunits  of  the  LPIO  and  the 
SOC  that  generated  correlation  coefficients  that  were 
statistically  meaningful  and  20  permutations  had  correlation 
coefficients  that  were  deemed  either  less  meaningful  or 
weak.  Five  other  permutations  produced  correlation 
coefficients  that  were  noteworthy  because  they  were 
extremely  weak. 

In  answer  to  Research  Question  2,  there  were  three 
statistically  significant  differences  in  employees'  job 
satisfaction  between  library  position  classification  in  the 
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SUS.  The  findings  indicated  that  there  were  statistically 
significant  differences  in  employees'  job  satisfaction 
between  library  position  classifications  in  the  SUS,  in 
employees'  job  satisfaction  between  years  of  service,  and  in 
employee's  job  satisfaction  between  males  and  females. 
Employees'  job  satisfaction  did  not  differ  significantly 
with  the  employees'  ethnicity,  age  group,  type  of  library 
work,  salary  range,  or  graduate  degrees. 

Conclusions  and  Implications 

Using  the  two  research  questions,  this  study  was 
designed  to  examine  the  relationship  between  perceived 
leadership  practices  and  employee  job  satisfaction,  and  the 
relationship  between  employee  job  satisfaction  and  selected 
demographic  variables.  Research  Question  1 confronted  the 
issue  of  how  employees'  perceptions  of  their  managers' 
leadership  practices  were  related  to  employees'  job 
satisfaction.  Research  Question  2 confronted  the  issue  of 
the  relationship  between  employees'  job  satisfaction  and  the 
employees'  ethnicity,  gender,  age  group,  years  of  service, 
salary  range,  graduate  degrees,  library  position 
classification  in  the  SUS,  or  type  of  library  work. 

Research  Question  1 addressed  the  issue  of  how 
employees'  perceptions  of  their  managers'  leadership 
practices  were  related  to  employees'  job  satisfaction. 
Correlation  coefficient  was  used  to  determine  relationships 
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between  the  five  subunits  of  the  Leadership  Practices 
Inventory:  Other  (LPIO)  and  the  six  subunits  of  the  Survey 
of  Organizational  Climate  (SOC) . The  findings  of  the  study 
showed  no  correlation  coefficients  of  the  subunits  of  the 
LPIO  and  the  SOC  that  were  greater  than  .85,  5 that  were 
less  than  .85  but  greater  than  .65,  17  that  were  less  than 
.65  but  greater  than  .35,  3 that  were  less  than  .35  but 
greater  than  .15,  and  5 that  were  less  than  .15. 

The  correlation  coefficients  that  ranged  from  .85  to 
.65  were  considered  meaningful.  These  relationships  were 
Enabling  others  to  act  with  Organizational  characteristics 
and  Supervisory  characteristics  with  four  out  of  five  of  the 
subunits  of  the  LPIO . specifically,  Inspiring  a shared 
vision . Enabling  others  to  act.  Modeling  the  way,  and 
Encouraging  the  heart.  The  implication  of  these  data 
analyses  was  that  library  leaders  exercise  leadership 
practices  in  the  area  of  Supervisory  characteristics  better 
than  in  the  other  areas  measured  by  the  SOC . It  was  further 
implied  within  the  analysis  that  the  prospect  of  continued 
development  of  these  four  leadership  practices  has  immediate 
potential  for  enhancing  employee  job  satisfaction  in  the 
area  of  Supervisory  characteristics.  Concentrated 
development  of  these  four  leadership  practices  is, 
therefore,  a practical  approach  to  the  problem  of  how  to 
efficiently  provide  quality  service  in  academic  libraries  of 
the  State  University  System  (SUS)  of  Florida. 
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The  17  correlation  coefficients  of  the  subunits  LPIO 
and  the  SOC  that  were  less  than  .65  but  greater  than  .35  and 
the  3 correlation  coefficients  that  were  less  than  .35  but 
greater  than  .15  were  considered  less  meaningful 
correlations  and  weak  correlations.  From  lack  of  strong  or 
meaningful  relationships  in  these  areas,  it  may  be  inferred 
that  there  is  additional  potential  for  the  development  of 
leadership  practices  to  enhance  employee  job  satisfaction, 
and  thus  additional  potential  for  approaching  the  problems 
of  providing  guality  service  in  the  academic  libraries  of 
the  State  University  System  (SUS)  of  Florida. 

All  five  correlation  coefficients  of  the  subunits  of 
the  LPIO  and  the  Individual  characteristics  subunit  of  the 
SOC  were  less  than  .15.  These  data  were  noteworthy.  Within 
these  figures  was  the  implication  that  librarians'  job 
satisfaction  is  closely  related  to  autonomy  in  the  work 
setting,  an  implication  that  substantiates  the  literature 
that  described  librarians  as  introverted  individuals 
(Webreck,  1985) . This  finding  also  serves  as  a caution  to 
library  leaders  to  respect  the  individuality  that  librarians 
prize  and  may  require  for  their  job  satisfaction. 

Research  Question  2 addressed  the  relationship  between 
employees'  job  satisfaction  and  the  employees'  ethnicity, 
gender,  age  group,  years  of  service,  salary  range,  graduate 
degrees,  library  position  classification  in  the  SUS,  or  type 
of  library  work.  To  answer  the  question  required  an 
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analysis  of  the  data  on  the  Survey  of  Organizational  Climate 
(SOC)  and  a demographic  questionnaire  adapted  for  use  in 
this  study. 

The  six  subunits  of  the  SOC  were  analyzed  with  eight 
variables  on  the  demographic  questionnaire  producing  48 
permutations  of  these  two  instruments.  Forty-two  of  these 
were  analyzed  with  analysis  of  variance  and  the  Scheffe 
procedure.  T-test  were  used  with  the  remaining  six,  which 
addressed  differences  between  the  six  subunits  of  the  SOC 
and  gender. 

Analysis  of  variance  showed  eight  f-probabilities  that 
were  significant  at  the  0.05  level.  Three  of  these  were  in 
years  of  service  and  the  subunits  of  the  SOC  pertaining  to 
Organizational  characteristics.  Job  Characteristics,  and 
Work  outcome.  The  other  five  were  in  position 
classification  and  subunits  of  the  SOC  pertaining  to 
Organizational  characteristics.  Supervisory  characteristics. 
Group  characteristics.  Job  characteristics,  and  Work 
outcome . When  the  Scheffe  procedure  was  used  to  determine 
where  differences  between  groups  were  statistically 
significant,  four  permutations  were  identified  as 
significant  at  the  0.05  level.  These  were  position 
classification  and  Organizational  characteristics,  position 
classification  and  Group  characteristics,  position 
classification  and  Work  outcome,  and  Job  characteristics  and 
years  of  service. 


118 


Pertaining  to  Job  characteristics  and  years  of 
service,  there  was  a significant  difference  between  the 
responses  of  academic  librarians  who  had  between  1 and  4 
years  of  service  and  those  who  had  between  30  and  39  years 
of  service,  which  is  fitting.  The  major  implication  of  the 
results  of  Research  Question  2 developed  as  a result  of  the 
significant  differences  in  responses  based  on  position 
classification. 

There  were  significant  differences  between  both 
Associate  University  Librarians  and  University  Librarians 
and  7%  of  the  librarians  in  the  Other  position 
classifications  in  response  to  Organizational 
characteristics . There  were  significant  differences  between 
Associate  University  Librarians  and  Other  librarians  in 
Group  characteristics.  There  were  also  significant 
differences  between  Associate  University  Librarians  and 
University  Librarians  and  between  Associate  University 
Librarians  and  Other  librarians  in  Work  outcome . 

The  implication  of  these  findings  was  that  Associate 
University  Librarians  may  have  needs  that  differ  from  those 
of  other  academic  librarians  in  the  SUS.  On  a practical 
level,  identifying  and  attending  to  these  needs  has  the 
potential  to  enhance  employee  job  satisfaction.  Since 
Associate  University  Librarians  show  lower  levels  of 
employee  job  satisfaction  than  other  academic  librarians  in 
the  SUS,  this  group  is  at  higher  risk  for  absenteeism  and 
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employee  turnover  than  other  academic  librarians  in  the  SUS. 
Recognizing  this  implication  has  an  ensuing  effect  on 
employee  job  satisfaction  that  would  help  provide  guality 
library  service  at  the  lowest  possible  cost  in  SUS 
libraries,  an  outcome  that  strives  toward  meeting  the 
public's  demand  for  quality  service  and  fiscal 
accountability. 


Recommendations 

The  results  of  this  study  of  the  relationship  between 
P^^c^ived  leadership  practices  and  employee  job  satisfaction 
in  the  academic  libraries  of  the  State  University  System 
(SUS)  of  Florida  lend  themselves  to  several  recommendations 
for  further  research.  The  recommendations  of  this  study 
based  on  the  findings  which  answered  Research  Question  1 are 
twofold.  There  is  a third  recommendation  based  on  the 
findings  related  to  Research  Question  2. 

There  are  two  recommendations  based  on  the  findings 
which  answered  Research  Question  1.  First,  it  is 
recommended  that  additional  research  be  designed  to 
developed  and  confirm  the  supposition  that  librarians'  job 
satisfaction  was  more  closely  related  to  autonomy  in  the 
work  setting  than  to  prescribed  leadership  practices.  If 
leadership  practices,  such  as  those  prescribed  in  the 
Leadership — Practices  Inventory . do  not  enhance  librarians' 
job  satisfaction,  what  leadership  practices,  if  any,  do? 
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The  answer  to  this  question  is  the  second  recommendation 
based  on  Research  Question  1. 

The  findings  related  to  Research  Question  2 indicated 
that  Associate  University  Librarians  in  the  State  University 
System  (SUS)  of  Florida  were  less  satisfied  with  their  jobs 
than  other  academic  librarians  in  the  SUS.  Implicit  in  this 
finding  was  the  assumption  that  the  needs  of  Associate 
University  Librarians  differ  from  those  of  other  academic 
librarians  in  the  SUS.  The  final  recommendation  of  this 
study  is  that  research  be  developed  to  determine  why 
Associate  University  Librarians  in  the  SUS  responded 
differently. 


Summary 

The  results  of  this  study  of  the  relationship  between 
perceived  leadership  practices  and  employee  job  satisfaction 
in  the  academic  libraries  of  the  State  University  System  of 
Florida  (SUS)  generated  conclusions,  implications,  and 
recommendations  based  on  two  research  questions.  The  major 
conclusion  based  on  Research  Question  1 was  that  librarians' 
job  satisfaction  was  more  closely  related  to  autonomy  in  the 
work  setting  than  to  the  leadership  practices  defined  by  the 
Leadership  Practices  Inventory.  From  this  conclusion  it  may 
be  inferred  that  library  leaders  must  respect  the 
individuality  of  librarians  to  maintain  or  enhance  job 
satisfaction.  The  recommendations  based  on  this  were  that 
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this  implication  be  reexamined  and  that  research  be  designed 
to  determine  what  leadership  practices  have  a positive 
effect  on  librarians'  job  satisfaction. 

The  major  conclusion  based  on  Research  Question  2 was 
that,  in  the  State  University  System  of  Florida  (SUS) , 
Associate  University  Librarians  were  less  satisfied  with 
their  jobs  than  academic  librarians  in  the  SUS  who  held 
other  position  classifications.  The  implication  drawn  from 
this  conclusion  was  that  this  group  of  academic  librarians 
has  needs  that  differ  from  their  colleagues'.  The  final 
recommendation  of  this  study  was  that  research  be  developed 
to  determine  why  Associate  University  Librarians,  as  a 
group,  were  less  satisfied  with  their  jobs  than  other 
academic  librarians  in  this  study. 

This  chapter  contains  the  conclusions,  implications, 
and  recommendations  that  resulted  from  a study  of  the 
relationship  between  perceived  leadership  practices  and 
employee  job  satisfaction  in  the  academic  libraries  of  the 
State  University  System  of  Florida  (SUS) . The  results  of 
this  study  underscore  the  need  for  continued  research  in  the 
area  of  leadership  practices  and  the  employee  job 
satisfaction  of  academic  librarians,  a group  of  individuals 
who  work  to  advance  information  in  an  information  age. 


APPENDIX  A 


DEMOGRAPHIC  QUESTIONNAIRE 


DEMOGRAPHIC  QUESTIONNAIRE 


The  following  information  is  needed  for  statistical  analysis  of  data.  Responses  are  strictly 
confidential.  Please  Respond  in  all  8 areas. 


1.  Position  classification  in  SUS:  (check  one) 

Instructor  Librarian 

Assistant  University  Librarian 

Associate  University  Librarian 

University  Librarian 

Other  (Please  name) 

2.  Type  of  Library  Work: 

Public  service 
Other  (Please  name) 


Administrative 
Technical  service 


3.  Ethnic  group:  (check  one) 

Hispanic 
White 

Other  (Please  name) 


African-American 
American  Indian 
Asian 


4. 


5. 

6. 


7. 


8. 


Age  group:  (check  one) 


45-54 
55-64 

65  or  older 

Gender:  (check  one)  Female Male 


under  25 

25-34 

35-44 


Years  of  Service:  (Record  amount  of  time  employed  as  a librarian  since  receiving  MLS  or 
equivalent  by  checking  answer  that  describes  you  best) 


1 year  or  less 

over  1 year  fewer  than  5 

over  5 years  fewer  than  10 

over  10  years  fewer  than  15 

Salary  range:  (check  one) 

under  $20,000  per  year 

$20,000  - $24,999  per  year 

$25,000  - $29,999  per  year 

$30,000  - $34,999  per  year 

$35,000  - $39,999  per  year 


over  15  years  fewer  than  20 
over  20  years  fewer  than  30 
over  30  years  fewer  than  40 
over  40  years 


$40,000  - $44,999  per  year 
$45,000  - $49,999  per  year 
$50,000  - $54,999  per  year 
$55,000  - $59,999  per  year 
over  $60,00  per  year 


Graduate  degrees:  (List  all  graduate  degrees  including  MLS  or  its  equivalent) 


THIS  COMPLETES  THE  DEMOGRAPHIC 
SURVEY. 


QUESTIONNAIRE.  PLEASE  GO  TO  THE  NEXT 
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APPENDIX  B 


SURVEY  OF  ORGANIZATIONAL  CLIMATE 


SURVEY  OF  ORGANIZATIONAL  CLIMATE 


CIRCLE  ONE  RESPONSE  THAT  BEST  DESCRIBES  HOW  MUCH  YOU  AGREE  OR  DISAGREE  WITH 
EACH  STATEMENT. 


Strongly 

Disagree 

Disagree 

Undecided 

Agree 

Strongly 

Agree 

1.  In  general,  I am  satisfied  with  my  job. 

1 

2 

3 

4 

5 

2.  Management  is  flexible  enough  to  make 
changes  when  necessary. 

1 

2 

3 

4 

5 

3.  People  in  this  organization  will  do 
things  behind  your  back. 

1 

2 

3 

4 

5 

4.  The  information  that  I get  through  formal 
channels  helps  me  perform  my  job  effectively. 

1 

2 

3 

4 

5 

5.  In  this  organization  it  is  unclear  who  has 
the  formal  authority  to  make  a decision. 

1 

2 

3 

4 

5 

6.  During  this  next  year  I will  probably  look 
for  a new  job  outside  of  this  organization. 

1 

2 

3 

4 

5 

7.  Employees  do  not  have  much  opportunity  to 
influence  what  goes  on  in  this  organization. 

1 

2 

3 

4 

5 

8.  Overall,  this  organization  is  effective  in 
accomplishing  its  objectives. 

1 

2 

3 

4 

5 

9.  It  takes  too  long  to  get  decisions  made. 

1 

2 

3 

4 

5 

10.  I ain  told  promptly  when  there  is  a change  in 
policy,  rules,  or  regulations  that  affects  me. 

1 

2 

3 

4 

5 

11.  This  organization  is  responsive  to  the  public 
interest. 

1 

2 

3 

4 

5 

12.  When  changes  are  made  in  this  organization, 
the  employees  usually  lose  out  in  the  end. 

1 

2 

3 

4 

5 

13.  Employees  here  feel  you  can’t  trust  this 
organization. 

1 

2 

3 

4 

5 

14.  When  a commitment  or  promise  is  made  by 
management,  it  will  be  carried  out. 

1 

2 

3 

4 

5 

15.  I often  think  about  quitting. 

1 

2 

3 

4 

5 

16.  In  this  organization,  authority  is  clearly  delegated. 

1 

2 

3 

4 

5 

17.  All  in  all,  I ain  satisfied  with  the  work  on  my 
present  job. 

1 

2 

3 

4 

5 
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CIRCLE  THE  MOST  APPROPRIATE  RESPONSE: 


18.  How  often  does  conflict  interfere  with  getting 
your  work  done? 

19.  How  often  have  you  personally  had  work 
conflicts? 


Never 

Rarely 

Sometimes 

Often 

Very 

Often 

1 

2 

3 

4 

5 

1 

2 

3 

4 

5 

EACH1  STATEMFNT°NSE  ™AT  BEST  DESCRIBES  ,I0W  much  YOU  AGREE  OR  DISAGREE  WITH 


Strongly 

Disagree 

Disagree 

Undecided 

Agree 

Strongly 

Agree 

20.  My  job  duties  are  clearly  defined  by  my 
supervisor. 

1 

2 

3 

4 

5 

21.  My  supervisor  encourages  subordinates  to 
participate  in  important  decisions. 

1 

2 

3 

4 

5 

22.  My  supervisor  knows  the  technical  parts  of 
his  or  her  job  well. 

1 

2 

3 

4 

5 

23.  My  supervisor  gives  me  adequate  feedback  on 
how  well  I am  performing. 

1 

2 

3 

4 

5 

24.  My  supervisor  and  I discuss  things  that  I 
need  to  do  for  my  career  development. 

1 

2 

3 

4 

5 

25.  My  supervisor  helps  me  solve  work  related 
problems. 

1 

2 

3 

4 

5 

26.  My  supervisor  demands  that  subordinates  do 
high  quality  work. 

1 

2 

3 

4 

5 

27.  My  supervisor  encourages  me  to  help  in  develop- 
ing work  methods  and  job  procedures. 

1 

2 

3 

4 

5 

28.  When  conflict  occurs  between  two  people  in  my 
work  group,  my  supervisor  listens  to  both 
sides  of  the  story. 

1 

2 

3 

4 

5 

29.  My  supervisor  handles  the  administrative  parts 
of  his  or  her  job  well. 

1 

2 

3 

4 

5 

30.  My  job  performance  is  carefully  evaluated  by 
my  supervisor. 

1 

2 

3 

4 

5 

31.  My  performance  rating  presents  a fair  and  accurate 
picture  of  my  actual  job  performance. 

1 

2 

3 

4 

5 
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Strongly 

Disagree 

Disagree 

Undecided 

Agree 

Strongly 

Agree 

32.  My  supervisor  attempts  to  resolve  conflicts  in 
private  with  the  persons  involved. 

1 

2 

3 

4 

5 

33.  My  supervisor  insists  that  subordinates  work  hard. 

1 

2 

3 

4 

5 

34.  My  supervisor  sets  clear  goals  for  me  in  my 
present  job. 

1 

2 

3 

4 

5 

35.  My  supervisor  asks  my  opinion  when  a problem 
related  to  work  arises. 

1 

2 

3 

4 

5 

36.  My  supervisor  deals  with  subordinates  well. 

1 

2 

3 

4 

5 

37.  My  performance  appraisal  takes  into  account  the 
most  important  parts  of  my  job. 

1 

2 

3 

4 

5 

38.  My  supervisor  keeps  adequately  informed  about 
how  I think  and  feel  about  things. 

1 

2 

3 

4 

5 

39.  My  supervisor  helps  to  resolve  conflicts  that 
occur  in  my  work  group. 

1 

2 

3 

4 

5 

40.  My  supervisor  maintains  high  standards  of 
performance  for  his  or  her  employees. 

1 

2 

3 

4 

5 

CIRCLE  THE  MOST  APPROPRIATE  RESPONSE- 

Never 

Rarely 

Sometimes 

Often 

Very 

Often 

41.  How  often  do  you  receive  feedback  from  your 
supervisor  for  good  performance? 

1 

2 

3 

4 

5 

42.  How  often  would  you  like  to  receive  feedback 
from  your  supervisor  for  good  performance? 

1 

2 

3 

4 

5 

43.  If  you  are  a supervisor,  how  often  do  you  give 

your  subordinates  feedback  for  good  performance? 
(Leave  item  blank  if  you  are  not  a supervisor.) 

1 

2 

3 

4 

5 

44.  If  you  are  a supervisor,  how  often  do  you  give 
your  subordinates  feedback  that  helps  them 
improve  their  performance?  (Leave  item  blank 
if  you  are  not  a supervisor.) 

1 

2 

3 

4 

5 

45.  How  often  do  you  receive  feedback  from  your 
supervisor  that  helps  you  improve  your 
performance? 

1 

2 

3 

4 

5 

46.  How  often  would  you  like  to  receive  feedback 
from  your  supervisor  that  helps  you  improve 
performance? 

1 

2 

3 

4 

5 
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CIRCLE  ONE  RESPONSE  THAT  BEST  DESCRIBES  IIOW  MUCH  YOU  AGREE  OR  DISAGREE  WITH 
EACH  STATEMENT. 


Strongly  Strongly 


Disagree 

Disagree 

Undecided 

Agree 

Agree 

47. 

In  my  group,  everyone’s  opinion  gets  listened  to. 

1 

2 

3 

4 

5 

48. 

There  are  feelings  among  members  of  my  work 
group  which  tend  to  pull  the  group  apart. 

I 

2 

3 

4 

5 

49. 

The  people  I work  with  generally  do  a good  job. 

1 

2 

3 

4 

5 

50. 

Coordination  among  work  groups  is  good  in  this 
organization. 

1 

2 

3 

4 

5 

51. 

If  we  have  a decision  to  make,  everyone  is  involved 
in  making  it.  1 

2 

3 

4 

5 

52. 

My  co-workers  encourage  each  other  to  give  their 
best  effort. 

1 

2 

3 

4 

5 

53. 

I have  confidence  and  trust  in  my  co-workers. 

1 

2 

3 

4 

5 

54. 

In  this  organization,  competition  between  work 
groups  creates  problems  in  getting  work  done. 

I 

2 

3 

4 

5 

55. 

I feel  I am  really  part  of  my  work  group. 

1 

2 

3 

4 

5 

56. 

In  this  organization,  conflict  that  exists  between 
groups  gets  in  the  way  of  getting  the  job  done. 

1 

2 

3 

4 

5 

57. 

Because  of  the  problems  that  exist  between  groups, 
I feel  a lot  of  pressure  on  the  job. 

> 

1 

2 

3 

4 

5 

58. 

My  group  works  well  together. 

I 

2 

3 

4 

5 

59. 

I have  a great  deal  of  say  over  decisions 
concerning  my  job. 

1 

2 

3 

4 

5 

60. 

The  things  I do  on  my  job  are  important  to  me. 

1 

2 

3 

4 

5 

61. 

I do  not  have  enough  training  to  do  my  job  well. 

1 

2 

3 

4 

5 

62. 

The  work  I do  on  my  job  is  meaningful  to  me. 

1 

2 

3 

4 

5 

CIRCLE  THE  MOST  APPROPRIATE  RESPONSE: 

Strongly 

Disagree 

Disagree 

Undecided 

Agree 

Strongly 

Agree 

63. 

I feel  personally  responsible  for  the  work  I do 
on  iny  job. 

1 

2 

3 

4 

5 

64. 

I have  too  much  work  to  do  everything  well. 

1 

2 

3 

4 

5 
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Strongly 

Disagree 

Disagree 

Undecided  Agree 

Strongly 

Agree 

65. 

I have  all  the  skills  I need  in  order  to  do  my 
job  well. 

1 

2 

3 

4 

5 

66. 

My  job  is  challenging. 

1 

2 

3 

4 

5 

67. 

I work  hard  on  iny  job. 

1 

2 

3 

4 

5 

68. 

It  is  important  to  me  that  I do  my  job  well. 

1 

2 

3 

4 

5 

69. 

I have  a great  deal  of  say  over  what  has  to  be 
done  on  my  job. 

1 

2 

3 

4 

5 

70. 

My  job  gives  me  the  opportunity  to  use  my  own 
judgement  and  initiative. 

1 

2 

3 

4 

5 

71. 

My  job  makes  good  use  of  my  ability. 

1 

2 

3 

4 

5 

72. 

I feel  that  I am  making  a contribution  to  the 
overall  objective  of  my  organization. 

1 

2 

3 

4 

5 

73. 

It  always  seems  as  if  I have  too  much  to  do. 

1 

2 

3 

4 

5 

74. 

In  general,  I like  working  here. 

1 

2 

3 

4 

5 

CIRCLE  THE  MOST  APPROPRIATE  RESPONSE: 

Not 

Likely 

Somewhat 

Likely 

Likely 

Somewhat 

Unlikely 

Very 

Unlikely 

75. 

How  likely  is  it  that  you  will  be  promoted  or  given 
a better  job  if  you  perform  especially  well? 

1 

2 

3 

4 

5 

76. 

How  likely  is  it  that  your  own  hard  work  will  lead 
to  recognition  as  a good  performer? 

1 

2 

3 

4 

5 

77. 

How  likely  is  it  that  you  will  get  a cash  award  or 
unscheduled  pay  increase  if  you  perform  your 
job  especially  well? 

1 

2 

3 

4 

5 

78. 

How  likely  is  it  that  you  will  have  better  job 
security  if  you  perform  especially  well? 

1 

2 

3 

4 

5 

CIRCLE  ONE. 

79.  In  general,  the  current  level  of  conflict  which  exists  in  iny  work-setting  is: 
1 2 3 4 5 


Very  low  Low  Moderate  High  Very  high 
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80.  Please  rate  the  amount  of  effort  you  put  into  work  activities  during  an  average  workday. 
1 2 3 4 5 

No  effort  Some  effort  Extreme  effort 


THIS  COMPLETES  THE  SURVEY.  THANK  YOU  FOR  YOUR  COOPERATION. 
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